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SOVE ASP°CTS OF THE PROBL SN OF 
CIVILIAN JOB PLACEMENT AND RPADJUSTMGNT “DUCATION 
OF RETIRING NAVAL OFFICERS 


Robert Bruce Bretland 
B.Se., The University of Washingtor, 1936 
Department of Folitical Sclence 
(Approved by Dayton E£. Heckman) 

The question of the possibility of the Navy's 
providing aid in the form of a civil readjustment edu- 
cation, occupational counselling, und job placement ser- 
vice, hus been raised by a considerable number of retired 
and retiring naval officers. There is «t presasnt no pro- 
cedure which will materfally assist them in obtaining 
employment for which they are gualified and in which they 
may be interested. 

In thie study the problem has been approached by 
means of « Qestionnairs survey of both civilian employers 
and private employment counselors ani placement agencies. 
An attempt has besn made to determine significant infor- 
mation concerning thelr attitudes and policies torerd 
retired naval officers aa potential employees or employ- 
ment clients. Information was secured from civilian em- 
ployers on employment ace limitations, application of 
naval experience to civilian jobs, retirement policies, 
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and experience resume data. Information secured from 
employment azencies covered the same flelds 2s explored 
with civilian employers, and in addition dealt with dif- 
ficultios and problere encountered in placing retired 
naval officers, 

From the results of this study it appears that a 
reasonable program for the assistance of retiring naval 
officers is justifiable. The need for a job analysis of 
the duties of naval officers in relation to civilian tob 
equivalents, to be written in terminology of civillan 
industry, has been cleurly demonstrated, There is evie 
dence indicatine the need for retiring naval officers to 
prepare themselves mentally «end psychologically for re- 
tirement., A naval officer who is approachins the ara of 
retirement should plan for it fust as carefuliy as he 
planned hia earlier career, Any asristunce civen to re- 
tiring officers in ths preperation of these plans will 
ada to the protection of the Navy's investment in these 
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SOME ASPECTS OF THE PROBL!IM OF 
CIVILIAN JOB PLACMMONT AND READJUSTUTNT EDUC. TION 
OF RETIRING NaVau OFFICERS 


CHAPTER I 
INTRODUCTION 
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The average naval officer knowe very little about 
retirement and becomes interested in this subject only 
when he contemplates voluntary retirement or is con- 
fronted with an involuntary type of retirement. There 
is at present no procedure which will materiully assist 
these officers to readjust to civilian life or to assist 
them in obtaining employment for which they are qualified 
and in which they may be interested. 

The problem of employment of middle-aged and older 
people, and the problem of readjustment of retired people 
to a new way of life is not new. There have been many 
studiss made of both of these problems; however, there 
has been little or no congideration civen to either of 
these problems as they specificully apply to retiring 
neval officers. 


Statement of the problem. The question of the 





possibility of the Navy's providine aid in the form of 

& civil readjustment education, occupational counselling, 
and job placement service, has recently been raised by 

& conaiderable number of retired and retiring naval 
officers. The fact has been pointed out that there is 
an increasing number of officers who voluntarliy, or by 
forced attrition, retire at an ace when they are still 


reasonably active. 
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The Navy has a considerable investment in its 
retired naval officers and also has certuin rcsponsibilli- 
aties toward this croup. While many retirines naval 
officers have definite plans for retirement and can put 
their plana into effect without difficult’, it appesrs 
that many others are in real need of usaistance in find- 
ing civilian employment and in other phases of adjuet- 
ment to civilian life. 

In July 1949, a series of personul letters were 
addressed by Rear Admiral T. L. Sprazus, U. S. Navy, as 
Chief of Naval Personnel, to the members of his Civilian 
Advisory Committee, pointing out the preblems often en- 
countered by retiring officers in raudjustins to civil 
life and in finding suitable private employment. The 
committee members wore requested to comment on the Navy's 
responsibility in this connection ani atvise the best 
means of fulfilling this responsibility. 

The Civilian Advisory Committee propounded many 
questions, comments and suggestions. Naval personnel in 
the Bureau of Personnel, to whom the problem had been 
assigned for investigution, made a digest of the cori-e 
mittee'g suzcgestions and arranges’ them in logical order. 
The comments were sumrarized and closely related sur- 
gestions were consolidated, however, every effort was 


made to reflect the views @xpressed accurately and 
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without evaluation. 

The digsat of the committen's repliss to the 
problem in question was broken down into five major 
questions:~ 

1. Is the Navy justified in undertaking a 
reasonable program for assisting retiring 
officers to find suitable jobs? If so, 
for what reasons? 

2. Should the Navy set up a "full scale" 
placement service for retiring officers? 

3S. What planning, research or preliminary 
measures are desirable in connection with 
eetting up a placement prorcram for retir- 
ing officers? 

4. What are the surzested features and prob- 
lems of an opereting placement program 
for retiring officers? 

5. What means of assisting officers toward 
successful retirement are available other 
than help in findine suitabls jobs? 

In conjunction with gqueation three above, it was 


suggested by the committee that Ffrost-Graduate Studenta 





- Unpublished Digest of Civiiian Advisory Conm- 
mittee Comments on Placement Procrarm for Retiring 
Officers, October 1949. 
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5 
in Personnel Administration ani Trainines mirht con*ribute 
extensively to the project if they would approach the 
problem from the viewpoint of civilian employes, in 
that information might be obtained rerardine the degire 
of civilian organizations to employ retired naval offi- 
cers of twenty to thirty years naval experience. The 
specific objectives would be to istermine their prefer- 
ence as to methois of contact, information as to trpes 
and extent of job experience evidence desired; the 
types of jobs they would consider naval officers best 
suited to fill; the maximum age at which they would be 
willing to hire a retired officer; the approximate ware 
considered proper for personnel of tris ave and exper- 
fence; and the extent of industrial participation in 
readjustment prorrams. 

It was also susreated thet «a similur survey of 
private employment arencies and ‘ob counselors be con- 
ducted to determine thia group's consiisration of retir- 
ing naval officers us potential clients, plus problems 
encountered in placing auch officers, and to obtain any 
additional information that might be related to the 
probleme 

It is therefore the specific purpose of this study 
to approach the problem from the viswpoint of both civ- 


ilian employers ani private employment agencies and job 
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6 
counselors in an attempt to determine significant infor- 
mation pertaining to their attitudes and policies toward 
retired naval officers as potentixl employees or employ- 
ment clients. Information was secured from civilian 
employers on employment aze limitations, a plication of 
naval experience to civilian jobs, retirement policios, 
and desirable life abstract and experience resume! date. 
Information secured fom employment agencies und job 
counselors covereil the same fielis as explored with 
Civilian employers, and in aifdition dealt with difficul- 
ties and problems sncourtered in placing retire? naval 
officers. The size, capscity ani scope of the various 
agencies was also questioned. 

Present retirement provisions. Under existing 
laws, naval officers may retire voluntarily after cox- 
pletion of twenty years of service. Officers who have 
completed twenty years service und have twice failed of 
seleetion for promotion ars required to retire. Those 
who have twice failed of selection and have less than 
eighteen years service are release’ with two years pay, 
Retirement may alse be for reasons of disability or 
statutory age. The existing law governing physical re- 
tirement provides thut any member of the uniformed ser- 
vices found to be wmfit to perform the duties of his 


office, rank, grade or rating by reason of physical 
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disability and who otherwise quslifies ag provided by 

the law, may be retired or separated subfect to the pro~ 
visions of the law.” The statutory retiromant ase for 
naval officers is 62 years. An officer is transferred 

to the retired list on the first iay of the month follow- 
ing that in which he attains this statutory age.” 

Retired naval officers, along with other veterans, 
are entitled to all the employment benefits offered by 
Federal ami State legislation, including counseliine, 
and placement services, readjustment allowances, ra- 
employment rights ani civil service preferences. Dead-~ 
lines on applications for feceral civil service positions 
vary. The U. S&S. Civil Service Commission should be con- 
sulted for apecific information. 

While receipt of rotired pay is not a bar to en- 
titlement to these benefits, it is important to streas 
that such pay does affect in certain instances the amount 
of compensation 4 retired officer muy raceive in a civ- 
{lian position with the Federal government. The rules, 


exceptions, restrictions, preferences, and other conditions 


2 United Statos Public Law 351-Slet. Conrreass, 
Chapter 681, lst. Session H. R. 5007, Career Compensation 
Act, of 1949 Title IV, Washincton, D. &.> p. 16. 


5 united States Navy Department Circular Letter 
Ro. 178-47, Information on Neticemert, Washington, D. C., 
Pe Ge 
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8 
related to the appointment of retired naval officers to 
civil poaitiona in the Federsl sovernment and to some 
extent in State or Territorial governments, are varied 
as among clases of positions and levels of compensation. 
General information concerning these restrictions i{s now 
being furnished to naval officers being retired «et the 
time of receipt of orders of release from active duty.4 

Officers contemplating employment after retire- 
ment are afivised to determine for themselves, in advance 
of any commitment, that their prospective employment 
does not come within the prohibition of any statute, 
Since by law it is a matter of private concern only, 
the necessary course for an officer called upon to de- 
termine the question is to seek an interpretation con- 
cerning the legality of his erplovment from the Judge 
Advocate General, from the legal staff of the firm in 
question or from private counsel. For example, it is 
not legal for a retired officer to receive retired pay 
if he ia engared in the aale of naval supplies or war 
material to the Navy. 

an officer who is retired for physical disability 
and whose disabiiity was incurred in combat with the 


enemy, or who became disabled as a reguit of an 


4 United States Navy Department Publication 
NAVPERS 156517, Navy Veteran, Vol. 3, No. 5, Washington, 
De Céy May-June, 1945, the Se 
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explosion of an instrumentality of war, is not affected 
by either the dual employment or the dual compensation 
laws. He may draw his retired per and hold another fed- 
eral position. Except for the foregoing, if an officer 
ia retired by reuson of physical disabilit;, he may take 
a federal position, but shile so employed ke must waive 
all or the portion of his retired pay by which the agrre- 
gate of retired pay and civilian pay excee’s three thous- 
and dollars per year.© 

There is no provision of law whereb’ an officer 
who retires for a reason othsr thun physical disability 
with retired pay of twenty-five hundred dollars per year, 
or more, may »e emplored by the Federal Government. Ex- 
ceptions to the law are: the Veterans s?ministration, 
the Atomic Energy Commission, or wher slacted to a civ- 
flian position or appointed to such a position by the 
President with Senute corfirmation.® 

The privileges ani obligations of a retired 
officer are the same for all categories of retirenent 
with the single exception that officers retired for 


physical disabllity are at present not required to pay 


5 United States Navy Department Circular Letter 
178-47, op. cit., pe 5. 


6 Loc. cit. 
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Lo 
income tax on retired pay. This is in accor: ance with 
the Internal Revenue Code Amendment of 1949, United 
States Code Title 26, section 22 (b) 5, us amended. 

Retired officers ars not required to hold themeclves 
in readiness. They may be ordered to active duty in time 
of war or nationel emergency at the diacretion of the 
Secretary of the Navy, but may be ordersd to active duty 
in time of peace only with their own consent. 

Retired officers, not on activa duty, are entit- 
led to wear the prescribed uniforms of the rank held on 
the retired list when the wearing of the uniform is 
appropriate. They are prohibited from wearing the uni- 
form in connection with nonmililtary, civilfar, or per- 
sonal enterprises or activities of a businesa nature. 

If they accept employment with a military sehool, auth- 
ority to wear thse uniform is rmranted on specific request 
to the Chief of Naval Personnel. 

Retired officers on inuctive duty aro permitted to 
use their military titles in oonsection with commercial 
enterprises.’ 

Privileges pertaining to medical ani dental care 
and access to commissariles, arall stores, ani exchanres 


have not been enumerated for the reason that they are 





7 Ibid., De 6. 
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11 
not considered essential to the solution of the problem 
under consideration in this thesis. 

The size of the problem. In the caleniar years 
1940 through 1947 a total of 6,657 officers were retired 
for an average of approximately 1106 retirements per 
year for this period. In 1948 a total of 612 officers 
were retired and in 1949 the total mamber of permanent 
commissioned and warrant officers separated for all 
reasons was $21. Additional fizures on retirement are 
incluied in Tables I, II, and III. An estimate of future 
yearly retirements is included as Table IV. The calcu- 
lations have been based on an estimated authorized Navy 
of 45,000 officers and on the assumption that annual 
promotions will be made in alli ranks. The *stimated 
figure amounts to 2,857 officers per year. These offi- 
cers may be consiijered asa being divided into three are 
groups. First, there are those officers who are dis- 
charged and have less than eivthteen years of service. 
This group represents 54 per cent of the total group. 
The ages of these officers wiil rancre between twenty- 
eight and forty yeurs. Secord, representing 27 per 
cent of the total zroup, are those officere with more 
than twenty years, but less than thirty’ years of ser- 
vice. The age range of these officers would be 


approximately between forty-two and fifty-two years. 
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12 
Third, representing the remaininz 19 per cent, are those 
officers with more than thirty years of service, an4 who 
are normally over fift)-three years of age. 

Importance of the study. The question has been 
asked, is the Ravy justified in undertakine « reasonable 
program for assisting retirins officers to fini suitable 
jobs? It mes previously been pointed out that the Navy 
has a considerable investment in ite retired officers, 
and that in time of war or national emerrency, retired 
officers may be ordered back to active duty. Lawton 
points out that activity is easential to the preserva- 
tion of mental ability and that complete retirement is 
inadvisable for many typee of persons. All organizations 
should have a department which will plan for retirement 
"to" not retirement "from", if retirement must be mande- 
tory. The industries or professions should retire people 
not on a particular day, but over a perio? of years 9 

The importance of the problem may he considered 
alao from the standpoint of its economical, physical, 
technological and paycholorical aapects. 

The economic situation in wrich an officer being 
discharged or retired finds himself may vary between a 


wide range of extremes. An officer who is discharged 





8 Lawton, George, New Joals for Qld age. New 
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13 
with two years pay, having twice faile@? of selection and 
having lesa than eishteen sears service, is for all ine 
tents and purposes unemployed. He could well be a man 
thirty-eight years of aze with chiliran of high school 
or collece aze. This man mat find employment. An 
officer having complated twenty years service and retired 
on a pension could be a man forty yé@ars o14 und aleo have 
children of high school or colleve age. Althouch actu- 
@lly unemployed, this man could set by if employment 
corditions were such that he could not set a job; how- 
ever to continue to live in the manner to which he is 
accustomed, he also must find employment to augment his 
retirement pay. Officers retiring with thirty or more 
years service may be considered as having no seconomic 
difficulties. 

The physical probl-m of how to stay young is an 
old question which interests everyone who is past bis 
thirtieth birthday. Among the many factora wi ich have 
hindered our knowledze of old ave is the fact that in 
previous generations a relatively small pereentavce of 
the population reuched an age we could consider old. 

In early Greek times, the averare ace at death was 
twenty-nine years. In Massachusetts around 1900 it was 
thirty-five years; in 1890 it had risen to forty-three. 


Estimates of the uverace present life expectancy vury 
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14 
from fifty-six to sixty-three yoars according to the 
data employed anc the method of computation .% 

There are enouzh unknown factors that affect the 
length of a man's Life to make lonr-ranre forecasts ur- 
certain, but experience has shown that a ereat deal can 
be accomplished by cultivating a propsr mental attitude 
and by attention to certain detalla of fooi, drink and 
exercise.29 ag the Navy is organized, it requires great 
determination on the part of an officer to continue to 
be physically active when he paseos middle ure. Sone 
degree of physical activity 1s essentisl to nearly all 
men. Each man must select the form of physical exer- 
cise best adapted to his own needs, anid here the advice 
of a physician can be most helpful. 

After twenty or thirty yeurs of naval service, 
often in foreign countries, many retiring officers are 
out of touch with civilian emplorment market information 
and employment problems. These officers are in lesiti- 
mate need of assistance in presenting their qualifica- 


tions to the best advantage. There is little opportunity 








9 ibid., PPe li~-l2. 


10 Johnson, Lucius W., Captain (MC) U. S. Navy, 
"Education for Retirement” United States Navel Institute 
Proceedings, Vol. 69, No. 3, whole No. 481, Annapolis, 
Haryland: March, 1943, p. 387. 
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15 
for officers on active duty to keep abreast of tech- 
nological changse. Technologicul chanres in industry 
are continuous and cumulative in their effects. There 
fa no way of tellinre what the teehnolortical changes of 
the future will be or precisely how they will affect em- 
ployment and investment. Moreover, it le important to 
realize that the consequences of technological advance 
are by no means uniform. Increased operating speeds, 
increased machine capacity, mechanization of hundcling, 
continuous production processes, are all technolovical 
advances that may reflect a reduction in employer re- 
quirements both inside and outside of the establishment 
in which they oecur.22 

The process of industrial change is by ite very 
nature accompanied by a constant displacement and re- 
absorption of employees. New occupations, plants, and 
industries come into existence whiie old ones decline; 
new areus become industrializod, while old ones dacay. 
A technolosical change resuits in a new prolust or 
process that displaces an old projuct or process, job 
requirements are altered, fewer enplisyees are needed to 


meet the requirements of production, and as a resuit 





a 


ii Gill, Corrington, "Unemployment ani Technolog- 
ical Change”, works Projects Administration, National 
Research Project Report No. G-7. hiladeiphia: April, 
1940, pe 46 
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16 
employees lose their jobs. Under these circumstances, 
even when such changes are accompanied by an absolute 
increase in the total amount of employment offered, un- 
employment of individuals and groups of individuals is 
continually being created beeause of changes in the l- 
eation of activity, transformations ‘n the nature of the 
employment offered, or changes in the tyrpes of persons 
hired. 

The process of rapid technological and industrial 
change will continue to raise probleme throuch prosperity 
and depression, aa the process of jisplacement and reab- 
sorption of emplovess cortinues. The situation becomes 
more agrravated durin? periods of depression. 22 

Any attempt to establish a service to assirt men 
to find employment must take into account technological 
change and its action, causing a constantly changing 
picture of employment opportunities. 

Psyerologicully the effect of retirement varies 
greatly with the personality of the individusi. For 
most men it involves a drastic change in the habits of 
mind and body and an altered point of view. This may 
lead to rapid deterioration unless one makes a careful 


estimate of the situation ard takes suitable action. 
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Only by intellicent thourht ant preparetion can the aver~ 
age naval officer avol’ the ovil effects of Iructivity 
and losa of interest tn affaire.t5 

The problom faced by an officer heins discbharred 
or retired can be considered as made up of numerous 
problem-solving situations, each of which will vary in 
its intensity of frustration aceordinre to the situation 
and the individual. The estubdliehment of a service to 
assist retiring officers in the eliminetion of these re- 
tirement problems should f{mprove the morale of that group 
and should assist in protecting the Navy's investment in 
retired officers by maintaining them at a hisheor Jegree 
of activity, and therefore in w hizher state of effic- 
ienecy and effectiveness for possible recall to active 


duty. 





1S Johnson, op. cit., pe 398. 











19 


In this stwiy the problem hae been approached, as 
sugrested, by a survey of both civilian erployers and 
private employment courselorsa ani placement ureneles, 

The surveys were uniertaken in the belief that a suffic- 
fent number of civilian employers, personnel managers 
and counsélors ami agency manazers would be willing to 
furnish facts, even confidential ones, to mike the re~ 
sults worthwhile, and to be of value in the firal solu- 
tion of the over-all problem of civil readjustment and 
job placement of retiring naval officers. 

Objectives. One object of this study is to obtain 
un indication of the attitudes of civilian employers, iob 
counselors and placement aseney manusers toward retiring 
naval officers as prospective employees and clients for 
job placement. This objective wili 'e accomplished by 
determining their views on ace in relatior to erployment, 
employment policies, dietingaishing attributes noted in 
naval officers, objectionable habits or Navy “holé-overs" 
noted, experience resume’ data required, and lines of 
Givilfan employment in which naval training is considered 
applicable. 

Another object of the study is to determine the 
extent of civilian employera'’ interest in retiring naval 
officers as potential employees and the effeet of pen- 


sions on employment considerations und possibilities. 
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The study is also expected to datermine the 
trend in attitude of civilian amployers as to the re- 
sponsibility for education and preparation of personnel 
for adjustment to the change that acecaupanies retirement. 

The determination of civilian emplover policies on 
retirement and retirement ase ie also pertinent to this 
study. 

The testimony of job counselors and employment 
agency managere ehould also reveal the primary diffi- 
culties encountered in placing retired naval officers, 
and in addition tho orranizational size, georcraphic 
scope and capucity of emplorment agencies. 


All of the foregoing are secomary or incidental 
to the one main object of trying to determine how far 


the Navy should go officially in the procecure of plate 
ing retired naval officers. This, of course, is a prob- 
lem of policy determination which will be solved at the 
level of command which is commensurate with the situa- 
tion. 

Questionnaire development. In order to attemrpt 
to attain the foregoing enumerutei objectives, material 
has been required which could be obtained oniy b” means 
of questionnaires directed to personnel managers of 
civilian employers, job counselors ani man gers of 


exployment agencies. 
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Two questionnaires were developed, one to be sent 
to civilian omployerrs and one to omployment agencies and 
job counselors. Prior to processing the questionnaires 
for mailing, personnel managers of several major indus- 
trisea and manvgers of severul counselor ani employment 
agencies in Petroit, liichizan, Chicase, Illinois, and 
Columbus, Ohio, were interviewed. The questionnaires 
were presented to the personnel managers during the 
interviews and a2 the questions wers answered each 
manager was asked to comment, criticize and make rec- 
ommendations as to question conatruction and quesation- 
naire form. In addition to the corments on the ques- 
tionnaire, the managers contributsd considerable informa- 
tion on the general problem in question. It is felt 
that the quality of the question wording waa frreatly 
improved by this proceaure.t Every effort was made to 
avoid ambiguity, to use words that would be understand- 
able to all respondants, to make the questions reasonable 
and concrete, ani to adapt the questions to the tvpe of 
person interviewed, 

In the majority of the questionnaire development 
interviews, it was noted that repeated questions were 


asked by civilian personnel manazers and employment 





t Blankenship, 4. B., “Pretesting a juestionnaire 
for a Public Opinion Poll,” Sociometry, 3: 265<259, 
March, 1940. 
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22 
agency managers that Indicated, on their part, a very 
limited knowledge of the duties, training and possible 
experience background of csentrzl line naval officers. 
The personnel nanagers and employment arency manurers 
who were interviewed were consisered to be ahove averace 
respondents, thus it was ussumed thet thse averare ques- 
tionnaire recipient woulda also »e lacking in this know- 
ledte. It was therefore consiiered necessury and 
justifiable to be suscestive in some of the questions 
asked in the qusstionnaires. 

The final questionnaire for civilian employers was 
processed, assernbled with a letter of transmittal and 
mailed with returr stamped envelope to 2°9 personnel 
managers of civilian employers in twenty major cities in 
the Unite’ States, covering the racifie coast, Atlantic 
and Gulf coast and the Central States.2 The names and 
addresses were obtained from the Manufacturers Direc-~- 
tory,” Poor's Negister of Directors and Executives* and 


current telephone directories. 





2 me questionnaire and letter of transmittal to 
civilian employers is included as Appendix I, 


5 "wanufacturera Directory", State of Ohio, De- 
rtment of Industrial Kelations, Division o of Lab Labor 
ettettis. 1949, 


4 “Poor's Register of Directors and Executives” 
United Statee and Canada; Standard and Poor's Corpore-— 
tion, New York: 1950. 
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The selection of the cities to wich the ques- 
tionnaires were sent can be considered a purposive 
sample. <A previous unpublished survey of retired naval 
officers made by the Navy stowed that the greater pro- 
portion of retirei naval offficera appear to have ratired 
in or near larger citiss in ths coastal arsas. The major 
seaports on both coasta were therefore selected on the 
basis that employers and placement arencies in these 
citiss would be most apt to be more familiar with the 
problems of employment as related to retiring naval 
officers. This assumption was born out in the rssponses 
to the questionnaires. The selection of cities in the 
inland areas was based on size and geographical loca- 
tion. 

The businesses in these cities to whom question- 
nairéa were sont wers selected on the basis of size. 

It was attempted to limit the receipt of questionnaires 
te organizations indicating a minimum of five hurdred en-~ 
ployees. 

Employment amencies were selected on the basis of 
indicated type of service. juestionnaires were sent 
only to agencies whose service included placement of 
executives an? technically trained personnel. This 
distinction was made in an effort to preclude ques- 


tionnaires from being mailed to employment agencies 
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24 
handling only comron laborers ard Johestic help. 

The presert survey may well be considered as a 
sample study to determine whether a larger study is 
warranted. The resulta of this survey have indicated 
that further study ie justified. 

Of the total number of questionnaires sent to 
personnel managers of civilian employers, 40.9 per cent 
were returned, and 70 per cent of those returned were 
complete in item response. Additional printed matter 
including application forma, medicul examination forms, 
retirement bencfit ineurance fo ma, and retirement 
plane was included with 50 per cont of the question-~ 
naires returned. Thirteen of the questionnaires were 
returned indicating that the company was not actively 
engaged in business at the time. It is intserestins to 
note that seven of the thirteen réeturne? with this nota- 
tion were shipouildins cospanics. Four of the gqucstion-=- 
naires were returned maPked by the postal authorities 
as unclaimed, 

The finel questionnaire foi manerers of private 
employment amencies and job counselors was processed, 
assembled with a Letter of tranemittal end mailed with 
return etamped envelope to 278 empleyment agencies and 


Sob counselora in the same cities to which the industrial 
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25 
questionnaires were sente® The names and addresses 
were obtained from the current telephone directory sec- 
tion lecated in the centrsl office of the Beil Telephone 
Company in Columtis, Ohio. 

Of the total number of questionnaires sent to 
managers of private employment agencies and fob coun- 
selors, 35 per cent were returned, ani 74 per cent of those 
returned were complete in item responses. Application 
forms and experience resume’ forms were included in 52 
per cent of the questionnaires returned. Only ten em- 
ployment agencies returred copies of their contract 
forms, and the majority made no mention of contracts; 
however several remarked thut contracts were considered 
as a confidential part of their service. Eleven agencies 
returned the questionnaire with the general statement 
that they had never placed a naval officer in a job, 
that they knew nothing about naval experiences as it 
might apply to civilian employment, and did net feel 
qualified to reply te the questionnaire. Two agencies 
reported that they did not cuter to this tvype of client. 
One was returned marked, "material requested is all too 
confidential.” Five of the questionnaires were returned 


by others with the info-mation that the agencies 





5 The questionnafre and letter of transmittal to 
employment agencies in included a2 Appendix ITI. 
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26 
addressed had ceased functioning; three were returned 
marked by the poetal officials as unclaimed; and two 
were returned unmarked with no explanction. Several of 
the agency managers took a keon interest in thse problem 
and furnished a wealth of material, comments, sug restions 
and advice. Five employment aesney mans.sers asked the 
writer for coplea of the completed thesis. 

Considering the confidentiel nature of much of 
the data requested, tho sreat amount of detalled infor- 
mation desired, ani the wide-spread distribution of the 
Civilian employers ani the employment acenciesa wr ich 
have seen fit to cooperate, it is felt the returna from 
the questionnaires were sufficient to justify the study 
and to validate the findings made therein.® 

The returns on both questionnaires followed the 


pattern first noted by Toops’” 


and later confirmed by 
Stanton,® viz. that there ig an insignificant difference 


between incomplete and final complete returns. Tine 


6 snuttleworth, F. K., "Sampling Errore Involved 
in Ineomplete Heturne to Nail iuestionnaires”", Journal 
of Applied Psychology, 25: 588-591, 1944. 





? Toops, Horbert 4., "Validating the Questionnaire 
Method,” Journal of Personnel Ressarch, 2: 155-169, 1923. 


& Stanton, Pes "Notes on Validity of Mall wues- 
tionnaire Keturns” » Journal of Applied Psychology, 25: 
95-194, 1959. 
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27 
would not permit the use of follow up questionnaires; 
however, in the light of findings in a second study by 
Toops,” the increase in the number of responses by the 
use of follow-up letters might not have altered the 
general picture. It is pointed out that caution should 
be used in the interpretation of the findings. 

What merit the stuiy may possess is largely due 
to the civilian employers, personnel managers and manu- 
gers of private employment agencies who have so kindly 
cooperated, and to Dr. D. E. Heckman and Dr. D. T. 
Campbell who gave many practical sugzestions and con- 
atructive criticiams. The writer, therefore, wishes to 


acknowledge his indebtedness to alliof these. 


9 Toops, Herbert A., "Returns from Follow Up 
Letters to Qtiestionnaires", Journal of Applied Fayc ology, 
10: 92-101, 1926. 
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Former navai personnel were emploved by 75 per 
cent of the civilian emplovera who responded to the 
questionnaire. This croup of former nuval officers con- 
sisted of 8 per cent who had been involuntarily retired, 
3O per cent had voluntarily retired, and 62 per cent 
were reserve officers. 

Policy. Regarding employment of executives and 
supervisory employees, 67 per cent reported that the 
normal procedure which is followed in almost all caass 
is to promote such personnel from amons gualified in- 
dividuals already in the company's service. The 
majority of this mroup made the added coment that for 
this reason the question of employment of executive or 
supervisory personnel from outside the company does not 
arise excepting in isolated cases where a position ree 
quires highly specialized training and experience which 
may not be available among the rank ani file employess. 

The policy of 55 per cent of civiilan evplovyers 
is that of filling positions by bringing in well qual- 
ified people from the outside for approxi ately half of 
the executive positions thet become available. This 
polloy was defended by several employers. One employer 
pointed ont that promotions were made from within the 
organization only if there were a man available who was 


fully capable of handling the job. He warned that too 
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much unadulterated inbreeding within an organizetion is 
deadening. In an interview with one large Detroit manu- 
facturer it was indicated that the oompany made it a 
point to be on the lookout for promisine executives in 
other organizations an? when openings occured in the 
company, outstanding men who ha‘ been noted were ap- 
proached with un offer of a position. Another manufac- 
turer stated that all promotions were mede from within 
the organization except for sales anid advertising per- 
gonnel. In sales and advertising personnel, chances at 
periodic intervals were congidered easential to insure 
maintenance of personnel with fresh ideas in those 
positions. The sales and advertising field was viewed 
by this employer us a good possible source of employment 
for a retired naval officer. 

Age. iIn hiring executives or supervisory en- 
ployees 28 per cent of the employers consider the «age 
group ranging from thirty to thirty-five years as the 
most desirable, 24 per cent favored the thirty-five to 
forty age group, 12 per cent desired men below the age 
of twenty-five; whereas 14 per cent favored men between 
the age of forty ani forty-five, 5 per cent were inter- 
ested in men over forty-five years old, and 4 per cent 
made no response. 


Age was considered an unimportant factor by 15 
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per cent of the emplorers, several of whom qualified 
their opinion with the statement that no particular set 
age group La considered 2s most desirable; that in hir- 
ing executives or supervisory employers, they consider 
ability rather than age. One large manufacturer stated 
that the company had conducted extensive tests at the 
executive supervisor level and hac found that age ia 
insignificant as opposed to aptituda, abllity and per. 
sonality factors. Another large manifacturer stated in 
an interview thet the company policy on ace was flexible 
with no fixed age limit; however the company considered 
aman over fifty years old az a poor risk. He want on 
to say that this consideration is due to a fear, which he 
felt was prevalent throughout major industry, of the 
probable near future demands of the unions in connection 
with retirement pensions as related to age and alao of 
possible legislation portaining to the aga of retirement 
and the rights and bensfits of employees. 

Inquiry was mad: as to the age group above which 
employers considered it undesirable to hire executive or 
supervisory personnel. The responses to this question 
indicate a slishtly more lenient attitude of the en- 
ployers toward older applicanta than indicated in the 
responses to the previous question. Only 1 per cent of 


the employers considered men above thirty-five us too 
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old, 4 per cent placed the stop line ot uge forty, 23 
per cent aaid mon are undesirable Lf over forty-five and 
36 per cent said u mun fifty its too old. Employers con- 
sidered age us not being a significant employment factor 
in 22 per cent of the cases. The differences in re- 
sponse to the two similar questions is of notable in- 
terest; however determination of the statistical 
significance is consid»red beyond the scope of this 
thesis. 

From the above it is evident that employment 
policies in general are widely varied. Ffolicies will 
vary in each company, in accordance with employes market 
conditions that exist at the time of any employment alit- 
uation, and with the inilvidusal demanis of the employer 
making ths decision. 

Personality. Employers were esked in an open 
question to comment and list any distinguishing attri- 
butes which they considered naval officers to possess. 
To this question 53 per cent made no response, 48 per 
cent stated the; knew of no particular attributes pos~- 
sessed by naval offisers and considerad them in the same 
manner as any employee or applicant. Specific comments 
were made by 19 per cent of the respondente. 

The various attributes of naval officers which 


were listed by the responients appeared in a consistent 
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35 
manner with ar approximately equel “istritmtion of ree 
esyonses. Naval officers were consifcred to possess the 
following qulities: food educautional backrround, exec- 
utive ability, leadership ability, ability to assume 
responsibility, depeniability, soo? self~Tiselpline, 
keenly interested in doing quality work, physically 
active, good social adaptability, and good appearance. 

To the open guestion on what obfjectionatle habits 
or Navy “hold~over” behaviors had been noted, the re- 
sponse wus poor. Only 12 per cent of «11 respondéentea 
made any comment. A response indicating that no obfece- 
tionable habits or behaviors had been noted was made by 
58 per cent of the respondents and 30 per cert made no 
response. 

All of tha comments were mace by omplovyers who 
indicated having had retired naval officers in their 
employs Each coment was singsuler in nature unit nore 
wae repeeted by any other employer. It might therefore 
be assumed that each comment was in reference to a spe~ 
eifie individual and not a gensral feeling. However, 
the comments are considered worth mentioning as it is 
this sert of attitude maintained by « few which ecourld 
influence the attitude of a much larger sroup of poten- 


tial employers. 
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One employer found former naval of'ficere unable 
to accept resporsibility or to direct a restonaible job. 
Others pointed out that retired naval officers carried 
their rank over into civilian buairese, that they were 
demanding without reason, overly serressive, curt in 
their manner of speech, and overestimated their own worth 
to the company. Another employer stated that former 
officers sometimes complained about the amount of work 
expected by the company executives. Another respondent 
made the point that former officers have the tendency 
to consider that onee an ordar is given the order will 
be carried out, the fault being that they do not consider 
it their obligation to follow up to chsek on whether or 
not the order is being properl,r executed. A large sir- 
craft manufacturer stated that due to the Limited exper- 
fence of retired naval o ficers, considerable adjustment 
to civilian employment ie needed. A naval o! ficer has 
to become aecustomed to the informal relutionships be- 
tween all levels of industrial orranizations; he must 
condition himself to a less formalized tradition, and 
retrain himself to be less dependent upon fully defined 
regulations. These comments should prove noteworthy in 
connection with any civil readjustmert educutional 


pro cram. 
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Employer interest. Civilian employers have shown 
a mixed variety of interests in retiring naval officers 
as potential emplovees. In considering retiring naval 
officers ae a possible source of employee material, 14 
per cent indicated thet such officers were frequently 
considered. The mafority of the employers indicating 
such interest consisted of airline comparies, aircraft 
manufacturers, shipbuilding companies, and steamship com- 
panies. Of the other employers, 19 per cent infrequently 
considered retirinz naval officers as potential employers, 
Sil per cent seldom considered this group «as an employee 
source, and 32 per cent stated retiring naval officers 
were never considered as an employes recruitment source, 

Interest in receiving current lists of retiring 
naval officers with a brief summary of the officer's 
personal history, record, and experlence was indicated by 
55 per cent of the civilian employers. Of tht percen- 
tage, 8 per cent signified a hich Interest, 19 per cent 
denoted a passing interest. No interest was cdiscinsed 
by 40 per cent of the employers and 5 per cent made no 
respon BE eo 

The surgested possibility that retiring naval 
officers might be willing to accept lower pay was re- 
ceived with surprisingly Little enthusiasm. No 


additional interest in view of the above surrcested 
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possibility was signified by 65 per cent of the civilian 
employers. A elicht increase in interest was expressed 
by 7 per cent, moderate increase by 9 per cent, whereas 
only 4 per cent displayed a high degrees of interest. 
Many anploysrs stated that the reason fo the lack of 
interest shown toward the possibility of being able to 
employ retired naval officers at a lower ware is that 
most jobs have salary range ratings, and that the com- 
panies were not interested in trying to hire psople to 
work for less money than indicated by the aalary ranges. 

In general the tone of the majority of cormments 
made by civilian employers implied that interest in re- 
tiring naval officers as an employee source ia not 
specific. One employsr answered the question by saying, 
"We consider them as any other applicant, particularly 
for engineering positiona requiring maturity and exper- 
ience. We do not seek them out, nor do we discriminate 
agairnet them," 

Although the specific interest of civilian em- 
ployere in retiring naval officers as potential employees 
ia not startlingly creat neither is it ubaent. The 
interest indicated is considered sufficient to warrant 
further study. Prior to further study, however, it is 
sugrested that a comparative job analysis of naval duties 


as related to that of civilian occupations be conducted 
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and published for ilstribution to civilian employers. 
Such a publication should be written in terminology 
understandable by civilian employers. There is, among 
civilian employers, a noticeable absence of knowledge of 
the facta concerning naval officer training and experiences 
and its poasible application to positions in civilian 
employment. 

Resume’ data. A study, by Bowman ani Schleich, of 
information coneerning applicants for employment required 
by employers on applis«tion forms, reyealed thet no one 
standard form could be ioveloped which would fill every 
need.+ The responses made to tre writer's question per- 
taining to thie saub‘ect resulted in an identical finding. 
Variations in Jobs, mrades of skill, responsibility in- 
volved, size of the company, and information considered 
pertinent and required by individual erployers, make 4 
standard form impractical. 

Data requested by employers may be clussified 
into the following fields, identification of the individ- 
ual, marital status, fumily, living arranremonts, citisen- 
ship, military status, health and physical condition, 


social organizutions to whieh the a pliecant belongs, 





1 Bowman, Ernest Le, and Betty Schleich, “What 
Information do Selected Employers Requires about Appli- 
cants for Employment", Ohio State Employment Service, 
Columbus, Ohio, June 1949. 
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education, scheoling, training, information affecting 
plant security, financial status of the applicant, 
religious affiliation, and work experience, 

Identification of the Individual and his financial 
status is important from several standpoints, especially 
for financial end other institutions in which employees 
muat be bonded. Marital status, family conditions, 
living conditions, health and physical condition, edu- 
cation and training, and work experience are fenerally 
considered sarefully in seleetion of employees for apecific 
positions. Some employers are not concerned with social 
organizations with wrich the applicant is affiliated or 
with their roligious afflilation, while the conditions in 
other establishments make consideration of there facts 
necessary.” 

The nature of the datu requested on application 
forms was found to change. During the war all employers 
asked more questions about military service an? factors 
affecting plant security. Some employers were found to 
be curious about some particular field in which most 
employers worse relatively Littie interested. Family 
conditions and financiul status are illustrations of 


this eituation. Some correlation can be observed between 
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the nature of the iniuatry anid the trpse of information 
eollected.® 

In 32 per cent of the causes employers indicuted 
that they would require specific information coneerning 
why an officer was not promoted, and $5 per cent stated 
that they would not consider hiring officers who ha? 
failed of promotion in the service. Of the remaining 
cases, 19 pez cent required «a resume! of duties performed, 
13 per cent wanted only an honorable service document, 
and 21 per cent stated that they were not interested in 
the reasons for an officer's failure of promotion, and 
preferred to make their own predictions as to a man's 
potentialities. 

A program to publish personal resumes on rebiring 
naval officers for the use of interested employers would 
necessarily have to plan to incluije sufficient informa- 
tion on each officer to satisfy the desires of the 
majority of individual employers. 

Retirement. aA review of the numerous retirement 
plans, which uecompanied the completed questionnaires 
returned, diaclosed the fact that there are approximately 
as many retirement plans aa there are companies. it 


is also evident that only the extremely large concerns 





5 Bowman, loc. cit. 
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actually handle the financial aspects themselves. In a 
majority of the cases the actual execution of the plan 
is carried out by one or more commercial insurance com- 
panies. The various plans are in a constunt state of 
change due to union demands and rate changes leposed by 
the insurance companies. 

The recomzended age for retirement by 75 per cent 
of the civiltan employors is sixt:’-five, 7 per cent rec- 
ommend age sixty, 4 per cent sicnify are seventy and 
14 per cent declare that no ame limit should be placed 
on retirement. Mancatory retirement at a fixed aze was 
the indicated policy of 23 per cent of the employers, 
whereas 54 per cent mde retirement, upon attaining re~« 
tirement age, optional with the employes as long as he 
maintained the required production standards. Flexi- 
bility in retirement ame requirements to facilitate 
promotions and administrative and operational changes was 
declared desirable by 21 per cent of the employers. Act~ 
knowledgement of any responsibility for readjustment 
education and preparation of personnel for tim change 
thet accompanies retirement was conspicuous for its ab- 
sence from the retirement plans reviewed. Oniy one plan 
actually stated that it was the concern of the company's 
personnel department to counsel employers on the problems 


of adjustment to ratirement and any other personal 
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problems where such assistance is needed. 

In an interview with one very large manufacturer 
controlling twenty-seven subsidiary corpanics, it wus 
@isclosed that the problem of retirament readjustment 
education and psychological preparation of employees 
prior to retirement is being given a considerable amount 
of thought, and is frequertiy a discussion topic in 
executive conferences. It was emphasised however that 
no official steps have been taken to establish a polisy 
on this question. This view was expressed by all of the 
large civilian employers interviewed. Inasrmuch aa large 
businesses normally set the policy pxutterns which are 
eventually adopted b: smulier businesses, the eatablish- 
ment of a broxud program for readjustment education in 
industry appeurs to be in the rather distant future, 

Aeceptance of the full responsibility of readjust- 
ment education pricr to retirement was acknowledged by 
only 3 per cent of thse civiliar employers, while another 
3 per cent indicated that the company accepted the maj- 
ority of the responsibility. That the responsibility 
was a fifty-fifty proposition between employees and 
employers was indicated by 12 ver cent of tho campanies 
and 20 per cent discl:sed that the responsibility was 
not officially assumed, however a small procram did 


exist. In 50 per cent of the casts the companica 
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declared that, except for pension provisions, the entire 
problem of preparation and adjustment te retirement rests 
with the employee, Cowpanies reported havinze no retire- 
ment plan in 5 per cent of the cases. 

Summary. although the various measurements 
attempted by this study cannot be considered conclusive, 
it is felt that the results have sufficient validity to 
be considered as a gisnificant indication of civilian 
employer views as of Pebruzry 1950 on the employment face 
tore in question. 

Civilian employers have been shown to be defi- 
nitely concerned with the problem of age in employment. 
Two thirds of the employers have declared that with few 
exceptions executive and supervisory positions ara filled 
by promotion from within the ranks of the company. 
Slightly better than half of the employers intimated an 
interest in retiring naval officers as 4 source of em- 
ployee material, tut only one fourth dilepleyed any 
interest in the possible willingness cf retired naval 
efficers to accept lower pay. There is little doubt that 
the attitudes and viows of civilian owployers vary with 
the fluctuations in the business cycle. Genoral economic 
conditions, current business conditions and the available 
labor market are some of the variable factors affecting 
these views. In a period of substantial unemployment 


the problem is intensified. 
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The primary purpose of any employment agency, 
worthy of coneideraticn, is the placement of each indi- 
vidual client in a position for which he 4s qualified 
and in which he is interested. One azency manager ex- 
pressed it as a business of put«cine jie saw puzzles to- 
gether, of fitting aptitudes, skills ani personalities 
to job situations. Placement agencies in many states 
function in the dual capacity af occupational counselors 
and job placement offices, however in somes states such 
combinations are not legal. In the states in which the 
G@ual service is iliegal, fob counselors and placement 
agencies function as separate individuul services. The 
questionnaires used in this study were sent to both the 
combined and single function placement agencies and 
job counselors. The three types will hereafter be re- 
ferred to as agencies, placement agencies or employment 
agencies. 

Of the respondents to the smployment agency ques- 
tionnaire, 51 per cent reported havinc previously paced 
retired naval officers in civilian positions. In 4 per 
cent of the cases it wus signified that the agencies had 
each placed fifty ex-naval officers, 10 per cent indi- 
cated placement of ten former naval officers, and 22 per 
cent declared that they had placed five. Data on civ- 


ilian job placement of retired naval officers hag been 
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included as Table XVIII. 
Potentialities. The attitude toward retiring 








nayal officers as clients exhibited by employment aren- 
cles varied widely. <A small percentage declared retiring 
naval officers to be very desirable clients with excellent 
employment potentialities, whereas a similar percentarce 
reyealed that they would prefer not having them asa cli- 
ents. It was simified by 46 per cent of the agencies 
that former naval officers were considered to be aeccep- 
table clients possessing bel<w averacs employment char- 
acteristics, whereas 43 per cent declared them to quality 
as average to above averare in both considerutions. The 
general comment which appeared most frequently in this 
connection emphasized that it makes little ¢ifference to 
an employment agency whether or not an applicant is a 
retired naval officer or any retired man. Rather the 
possibilities of any man's being placed in any position 
are highly dependent on the specific qualifications of 
the individual, his personality, appeurance, and his 
attitudes. 

Employment agencies were quick to point out that 
officers having specialized in engineering, electronics, 
and personnel administration duties during thelr naval 
carecrs are more easily placed than officers who have 
spent the greatest percentare of their time in communi- 


cations, navigation or gunnery. 
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Dyring every interview with employment agency 
managers the fact wus disclosed that employers fre- 
quently specify, in their requests for employees, that 
they do not want a former government employee. In re- 
Sponse to the question concerning employor objections 
to hir‘ng former naval officers, 60 per cert revealed 
that no particular objections were manifest, however 35 
per cent intimated thet employers would prefer not to 
employ former governmental employees. Five per cent 
of the egencics made no response to this question. One 
agency manager etated that among the companies with whom 
the agency had business contacts, approximately 5 psr 
eent were extremely opposed to hir'ng «aay former goyern- 
ment employee. The writer also noted this opposition in 
several interviews with civilian orployers. Durinre one 
interview the employer's vehement rexuction to the sub- 
ject caused the writer to make a hasty but courteous 
exit. 

The employment agencies! rosponses to the ques- 
tion on the possible improvement of employment possibii-~ 
ities for retiring officers by their willingness to work 
for a lesser amount than normally pait, demonstrated 4 
reluctance, on the part of civilian erployers, to dis- 
close their true desires. The agencies revealed that 


70 per cent of the companies, with whom they do 
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business, have indicated an interest in obtaining employ- 
ees who wero willing to work at a reduced wage. Interest 
in this possibility had beon indicated br only 20 per 
cent of the civilian employers. WNany of the agencies 
edded the warning that working for reduced pay may make 
enemies among fellow workers, therefore it should be 
given as little publicity as possible. 

A comparative list of fieclis of possible employ- 
ment for retired naval officers surrested by civilian 
employers and employment agencies is contained in Table 
XXXVI. One agency director pointed out that the greatest 
opportu ities in education are on the elementary level. 
The tremendous present enrollment in gradss one, two, 
and three will be in hizgh schools in the latter part of 
the 1950's. College enrollments are expected to double 
in the 1960's, therefore a retiring officer would be 
wise to prepare himself for teachinz; however opportun- 
ities at a collere level are meaper if an iniividual does 
not have a doctor's degres. 


Difficulties. The major difficulty with which 





employment agencies have to contend when placiny retired 
officers, is the problem of convincing civilian employers 
that former naval officera do possess skills which are 
applicable to positions in civilian business. A point 


specifically made br 43 per cent of the amencios was 
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that employers cannot visuailze the carry-over of naval 
experience to private industry. The difficulty is in 
associating miiiltary Job titles with civilian job titles. 
Very often, specifically titled duty assignmente in the 
Navy may be similar to @ civilian job for weich an offi-e 
eer might be qualified, but because of the general con- 
fusion, the association is not made. 

It was revealed by 35 per aent of the arencies 
that employers question the ability of wstiring officers 
to readjust to civilian ways of business and 32 per cent 
Giscloased that employers recognize the executive abili- 
ties of naval officers, but consider them handicapped by 
@ lack of knowledee of business tactics, and in addition 
Go not consider the expense of training men of their age 
Worth the salary they would likely demand. UInwillingness 
on the part of naval. officers to accept lower wares was 
reported by 17 per cent of the agencies. 

Other difficulties derived from employer com- 
plaints consisted of statements such aa: former offi-~ 
cera lack initiative, they need to be told what to do, 
they have led too soft a life, ani they are too atrongly 
indoctrinated in the "Navy way". One agency manurer 
stated that the principal difficulties he has encountered 
with this type of porsonnel is that they are rigié thinkers, 


they are not particularily good salesmen, nor are they 
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wise in public relations techniques, however they are 
generally excellent analysts. Another commentator in- 
dicated thet naval experience is rarely adaptable to the 
demands of modern business. In addition, the averare 
of the retired officer, combined perhaps with his usual 
superior attitude, lack of understanding of the human 
@lement, and his general inability to take directions 
from a younger and less experienced person, makes his 
services hard to sell. Still arother areneoy pointed out 
that conditions change the employment market so rapidly 
ae to make the man who can be placed today very diffi-e 
cult to place six months from now and vice versa. 

Additional placement difficulties have been en- 
countered by agencies due to personal shortcomings and 
personality factors in individusl retired officers, 
Daring interviews with both employers and agenoles, the 
writer noted specific objectionable characteristics men- 
ticned which pertained to retired officers, The aren- 
eies were given a list of the six obfectionable character- 
fetics most frequently noted in the interviews, and they 
were asked to number the list in the order of the free 
quency in which they had noted these characteristics in 
connection with business relations concerning former 
naval officers. The rank order as listed by the 


various agencies vuried widely. Unwiliingness on the 
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part of former naval officers to accept a decrease in 
fob preatige was the first choice of ‘4 per cent of the 
agencies ua the objection most frequently noted. “Lack 
of initiative” and "commanding attitude” each were se- 
lected by 16 per cent of the arencice and 15 per cent 
chose "superior attitude”. Officers wers considered 
“overbearing” by 12 per cent and "brusquenesa” was suge- 
gested by 7 per cent of the placement acencies. Another 
characteristic noted by the arencies was that officers 
often tend to be antagonistic when giving orders which, 
in turn, tends to lower morale and reduce the efficiency 
of people with whom they are working. Another objection 
made disclosed a concern arong employers over the ten- 
dency for retired officera to be careleas of cost. It 
wae intimated that employers foel that naval training 
ie not conducive to the development of an eye for profits 
in private industry. 

Age. The fundamental problem of the employability 
of the older worker is far from being solved. The general 
trend according to Clague! is toward an aging population. 
The effect of this trend on the are of our population is 





i Clague, Ewan, "The Social and Feonomic Proh- 
leme of Employment of Older Workers.” An Addresa before 
the Second Annual Institute on Livins in the Later 
Years, Ann Arbor, Michiran, July 21, 1949. 
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an important consideration in the problem at hand. 
In 1900, only three million persons, or one out of twenty- 
five waa sixty-five sears and over. By 1940, the number 
of oldsters had tripled, and their proportion in the 
total population had risen to almost 7 per cent. By th 
year 2000, the statisticlans expect that approximately 
twenty-one and one-half million persons, or mors than 
one out of every eight, will be in this ase group. If 
the "nearly=0ld" people in the ase croup of forty-five 
to sixty-four years is included in the totals, the fig- 
ures are atriking. The proportion of the pomlation 
forty-five years and over is expacted to increase from 
one-sixth of the total at the beginning of the century 
to two-fifths in the year 2000. 

The older worker, «sa joh seebvr, hae all of 
the handicaps and hes few of the advantaces of the man 
of like age who is on the job. Many euployers who may 
ve liberal in their treatment of their own oldrr om 
ployees are at the same time reluctant to take on new 
employees at advanced ages. In adiition to his other 
difficulties, the very seniority system wrich protects 
the older worker as ar. employee, works to his disad~ 


vantage wren he is on the outside.” 





& Ibid., De 4e 
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Employment azencies indicated that, in general, 
placement of men over fifty, regardiess of background, 
is extremely difficult. They bave fourd thet industry, 
for the most part, will not accept personnel in the 
fifty and over group. The reasons miven include pension 
pluns, seniority problems, inaurance premiums, inability 
to keep up with younger personnel, and inflexibility. It 
has also been pointed out that, as in most cases of such 
stereot» ped discrimination, there is no judgement of in- 
dividual casse, but rather a blanket refusal. 

Fifty-nine per cent of the employment arencics 
consider it impractical for retiring naval officers over 
fifty years old to attempt to find employment, however 
they unanimously declared that it should be apparent 
that in war time production conditions, employment prob- 
lems are practically non-existant from the employees! 
standpoint. When masse unemployment exists and the labor 
market is flooded, the factor of aze hetomes a primary 
selection factor in most companies. 

Qualifications. <A general opinion expressed by 
employment agencies sugrests that the majority of em- 
ployers feel that nuval experience is of practically no 
value in private business. The exployment advantares, 
disadvantages and problema presented by retiring naval 


officers are similar to those of any other specialized 
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group. One example given compared the placement problems 
of naval officers to the problems of a professional 
mugielan or golfer, in thet after spenidine fifteen or 
twenty years on a carecr in the Navy ant then to consider 
working in private dusinees {ts eagy only when the naval 
officer has somewhere along ths line prepared himself 
to compete. To be able to compete with other prople 
seeking private busiress jobs, a naval officer must be 
able to offer skilila equivalent to those possessed by 
the civilians with whom he is competing. 

Ag & group, employment arencios feel that naval 
officers will be a normal cross section of personalities 
with a normal distribution of abiiities and skills. 
Several agencies pointed out that the proper claseifica- 
tion of retired naval o fi.ers is not b ame and rank 
in service, but according to ambition, intellizence, 
energy, cooperativeness and capucity for har’ study and 
sustained hard work. The classification surcested 
pluses retired officers in three grouys; first, thoess 
officers who, with instruction and stimulus, can put 
themselves under thelr own power where they want to be; 
second, those officers who cannot quite get where they 
want to be by themselves, but with asaiatance and place- 
ment in the proper job plus a little supervision can 


thereafter proocesd on their owns; third, officers who, 
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because of personality traits an’ other reasons, wiil 
never get anywhere, The writer considers this to be an 
applicable classification. 

In the process of selling the services of retired 
naval officers to civilian employers, the employment 
agenciea have evolved a vocabulary of noteworthy churac- 
terietics and attridutes wiich have been found to facili- 
tate the solution of the problem. The agencies explain 
that one phase of the placement process necessitates a 
eareful study of the individual employer to determine 
his pereonal desires, whims ani idiosyncrasies, while a 
second pnase invoives a study of the position being 
sougnt to determine the specific krowledce, skills and 
qualifications needed for the job. With this knowledge 
in hand, the necessary communication symbols sre se-~ 
lected which are considered most suitable to the situa- 
tion. 

A majority of the agencies state that in formu- 
lating a plan for the placement of a naval officer, they 
find it necessary to place the emphasis on personul char- 
acteristie and attributes, rather thar on sducation back~ 
ground or working experience. The educational background 
of most officers is, however, considered good, particu- 
larly those with enginesring degrees. Officers also 


have been found to have leadsrsahip and executive ability 
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and to be aecustomed to responsibility. Agencies reveal 
that employers welcome cooperative disciplins in onployees 
and are enthusiastic over «a naval officer's ability to 
follow orders am to take 4irset and decisive action. 

The ability to plsr 4-1 syetematize work also has been 
found in retired officers. 

Usually one or more personal attributes are pre- 
sent either in vurrvine degreos or completely absent from 
individuals in any normal cross section of the popula- 
tion. Employment agencies consider naval officers far 
superior to the average applicant with a civilian baek- 
ground in many such attributes. The arencies have in- 
dicated their cognizance of the fact that a primary phase 
of naval training is the development ani strengthening 
of favorable characteristics throughout each officer's 
naval career. These characteristics, if possessed, are 
a naval officer's strength and main assets in seeking 
employment, whereas if they aro lucking an officer's 
chances of employment are materially reduced. Officers, 
having traveled extensively, are considsred to possess 
qualities useful in sales organizations. They normally 
look and act Like executives and are well poised and 
self confident. In gens al, officers have a stable 
personality, and a personable nature. Their experience 


and past record may be of value in giving them prestire 
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with clients ond fellow workers, however this factor 
may prove to be harmful 1f not administered in a manner 
appropriate to the situation. Keatness of dress, and 
good physical fitness are noted as attributes of naval 
training. Officers have been found to be cooperative, 
dependable, reliable, honest, sincere, frank and cour- 
teous. agencies point out thut naval training has cone 
ditioned naval officers to be prompt, loyal anc alert 
to the details of a situation. These are some of the 
selling points which «rcencies have used in placing re- 
tired naval officers in civilian jobs. 

Advices. The employment agencies have offered 
numerous suggestions and much advice to the retiring naval 
officer who is about to seek employment. The point most 
frequently made is that each officer shouid make a com~ 
plete job anulysis of the duties he hus performed dur- 
ing his naval career, sueh an analysis to be in the 
terminology of civilian job equivalents. The an:lysis 
should cover every phase of the duties performed rather 
than just the general furctions. The agenciss state 
that men have 4 tendency to akip over minor lobe as too 
trivial to mention. This is pointed out as a mistake, 
as quite often placement may hinte on minor skilia or 
experiences. It was sugrested that officers who carnot 


visualize what their potentialities are should take a 
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battery of aptitwie und proficiency tests. In the 
writer's estimation the above points conatitute two es- 
eential furctions which should be consijtered in any rea- 
ad jzstment educational procram which mieht he eatablished 
to assist retiring naval officers. 

Officers should +e counseled to realize that there 
are many phases of naval training thut are not applicable 
in civilian situations. <A chanze in attitude toward 
subordinates and an avoidance of a formal superior atti- 
tude has been strongly recommended. It is further ad- 
vised that officers should be willins to start at the 
bottom to prove their worth, uni to start working as 
quickly as possible in a "stepping stone job" and con- 
tinue looking until a desirable position is located. 

Other advices mentioned in conrection with the 
manner and methods of approach used by job applicante 
were expressed as follows:° 

"Don't live in the past.” 

"Develop an optimistic attitude." 

"Forget Navy experience." 

"Forcet rank." 

"Be tactful." 


“Have all of your employment information ready.” 





5 Descriptive phrases taken from comments nade 
on the employment arency questionnaires. 
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"Be early on the job when looking for a job." 
‘Don't be subservient, anc don't beg." 
"Keep age factor out of conversation.” 
"Be modest." 
"Study your employer and bis business.” 


"Know what you can do for the employer.” 


"Recount naval experiences only when and if 
employer seams desirous of hesring same.” 


"Don't jump on an interviewer who tells you thet 
you 40 not possess the qu«elifications for a 
particular assignment.” 


"Be willing to admit thet someone rour junior 
might know something you don't." 


&s another word of advice, the mafority of the 
agencies susgest that retiring neval officers should 
prepare themselves paychologicaliy for the environmental 
change which accompanies retirement. This may be accom- 
plished by reading Literature on the subfect, b psycholog- 
ieal consultation or a combination of both. The latter is 
considered the most effective. reycholorical preparation 
for retirement is another essential function which should 
be considered in any readjustment educational program. 

Resumé data. The surrestions and recommendations 
concerning resume’ data made by employment agencies weve 
very similar to those made by civillan employers. There 
were as many recommendations to keep resumés as brief as 


possible as there were to make them all inclusive in 
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detall. In consideration of the views on resume’ infor- 
mation as expressed by both omplovers and arencies, any 
Navy aseistance given retiring officers in this connec- 
tion should be designed to furnish sufficient data to 
meet the demands of the large majority of employers and 
agencies concerned, 

agency characteristics. The oreanizational size, 
the geographical acope of service, ani the applicant 
processing capecity of employment agencies wat found to 
vary to a oonsiderable cegrec. 

The agencies have indicated that an avyeraitro num- 
ber of six employees are required to operate a one-office 
employment agency. A esimall percentare of the agencies 
operate with as few as two people; such agencies dis- 
Closed however that they mde plwements only in the city 
in which they were located. At the other extrerms, one 
agency offering world-wide service required one hundred 
employees to operate « system of forty-five branch of- 
fices. The majority of the agcencics, 69 por cent, were 
sincle cffice agencica. 

Placements were confined to the city in which 
agencies were located, by 20 per cent of the agencies, 
and 28 per cent made plesements only in thoir own state. 
Operations covering the agencies’ ow state and border- 


ing etates were revealed by % por cent, whereas 30 per 
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cent of the azerciss extend their operation to the entire 
United States. Worldwide placement service was offered 
by 14 per cent of the agencies. 

The applicant processing and plucement capsoities 
of the various agencies ranze from ons hundred proces- 
sings per month to twenty-five thousand par month. The 
average agencies anpear to prozess between five and six 
hundred fob applicants per month. A processing capacity 
of one thoueand applicants psr month was reported by 23 
per cent of the agencies, and 10 per cent claimed the 
abllity to process two thousand per month. Clains of 
this nature were questioned during interviews with place- 
ment agency man:fers. In reply the agency managers were 
quick to point out that the arencios are in the business 
to make a profit aniprofits are made only when people 
are placed in jobs, therefore to find qualified people 
for specific positions, lurge rroupa of applicants must 
be processed. It was also intimated that conmercial 
employment agencies should not be compared with state 
and federal exployment ugencies, who in the eyes of many 
of the private ugencies are considered welfare agencies. 
One operator boasted that his organization of five em- 
ployees had processed twice as many applicants as had 


one state agency office operating with thirty amployees. 
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Summary. Several of the employment arency mana- 
gere interviewed by the writer pointed out that the repu- 
tations of many of the organizations within their own 
ranks are none too savory. The wide spread distribution 
of the agencies questioned precluded any cheek of their 
reputation, therefore a lilst of recommended private em- 
ployment agencies had not been compiled. The responses 
to the questionnaires no doubt include an indeterminate 
percentage from agencies of dou tful character, rowever 
any of the views expressed even by such agencies may be 
of some value and are deemed worthy of consideration in 
@ readjustment educational procram. ‘“etiring officers 
should be mateo cognizant of the general situation in 
private omployment agencies. An integrity check on 
agencies in major cities and the formulation of a List 
of reliable agencica is worthy of consideration as 
another service which might be furnished to retiring 
officere. 

The interest in this thesis subject, shown by a 
number of the employment a ‘enciea and one personnel 
consultant in particular, was cratifying and reassuring 
to the writer that the problem in hand was worthy of 
attention. The comment of one agency manarcer sumrvarized 


concisely the views of other agencies in this statement, 
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"I am delighted that the Navy is alert enough 

to recognize that there ts a responsibility to the 
community In connection with the efficient and 
economical utilization of ite retired’ officer per- 
sonnel. Indeed, I feel rather strongly that there 
isa a job of efucation that needs doine v-ather badiv, 
not oniy for the Nevy, but Ifkewise all of the armed 
services," 

The azenelees have indicated thet one centrally 
located organization with a maximum staff of elzhteon 
trained people would be capable of hardling a complete 
processing procecure ineluding aptitude and profictency 
testing, psychological counseline, occupationsel counsei- 
ing and job placement for two thousand applicants per 


month. 
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An attempt has been made by this atudy to con- 
tribute some information o* the subfeect of civil read- 
justment education and job placement of retiring naval 
officers. The purpose of this information is to assist 
in the formulation of policy as to the degree of respon- 
sibility of the Navy in this connection and the deter- 
mination of the best moana for its fulfillment. 

There is little doubt concerning the importance 
of old age as a social and seonmmic problem. This study 
has revealed that any man over fort,-five years old is 
considered too old for employment by a majority of the 
nation's employers. The problem ia not excluaively the 
Navy's. Ewan Clague,? Commissioner of Labor Statistics, 
United States Department of Labor, has pointed out that 
old age as a social and economic problem has been oreep-~ 
ing slowly upon the American nation for the last half 
century, but we are still in the early starss of fdavalop- 
ment. It wlll take another half century to bring the 
problem to its full peak of intensity, but ites manifes- 
tations will become painfully apparent within the next 
ten yeurs. Beginning in the 1950's, the problem will 


i Clague, Ewan, "Economics of O14 Age.” An Ad- 
dress Befo-e the Institute of Froblems of Old Age, Uni- 
versity of Chicago, August 11, 1949, p. l. 


2 Loc. cit. 
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65 
begin to gather speed, and in the followine two 4ecades 
will roll on to full fle-od in the closing decedes of the 
century. It is estimated that there is somewhat less 
than ten years in which to evaluate the patterns of solu- 
tion which, as a mation, shall be adopted.9 In view of 
the importance of the national problem, it is apparent 
that the Navy will be justified in uvdertaking a reagon- 
able program for assisting retiring officers to find 
suitable civilian employment. 

Chapter III surveys briefly the views of civilian 
employers in connection with employment vcotentialities 
of retiring naval officers. The policy on employment 
and promotions, iniicated by two-thirds of the employers, 
is that promotions are made from within the ranks of the 
companies except when positions call for experience not 
possessed by a member of the staff. In such casos a 
qualified person is recruited from an sutaide source to 
fill the position. 

Age is a handicap to any man seeking employment. 
In general, civilian employers have disclosed that a man 
over fifty years old fs a poor employment risk. The 
position of the employment ace discrimination linge may 
vary with each company. The factors wrich influence the 
setting of the employment age limit are economic and 


eS 





5 Clague, loc. cit. 
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60 
business conditions, the size of the szvallauble labor 
market, and the personal demands of individual exsployers. 

Employers point out certain co-mendabls attrittes 
which they have noted in former neval officora and which 
enhance officers! possibilities of employment. Attri- 
butes such as abiiity to accept responsibility, prompt- 
nees, ability to take and execute orders, dependability, 
good self-discipline, good social adaptability, and neat 
appearance were montioned. “ecognition of these commen-~ 
dable characteristics and their applicability to civilian 
positions by civilian employers, if brought to the atten- 
tion of officers on active duty, might act us adiitional 
motivation toward the achievement of creater perfection 
along these lines. 

THere were reported cases of former naval officers 
having diaplayed habits and behaviors which were of an 
objectionable nature. These cases muy have been applil- 
cable only in specific individual casos. Employere come 
plained that ex-officers tend to carry their rank into 
civilian business, that they have been demanding without 
reason, overly ugtressive, and ther have beon curt in 
their manner of speech. Former officers have failed to 
follow through on orders they have given, assuming that 
oncé an order was issued it would be carried out and that 


it was not thetr obligation to check on the execution of 
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such orderse One objective of a civil readjustment edu- 
cational program for retiring naval officers should be to 
point out such undesirable characteristics in an effort 
to reduce the possibility of recurrence of such behavior 
in retiring officers of the future. 

Approximately one-half of the civilian employers 
reported some degree of interest in retiring navel of fi-e 
cers as a possible source of employee material and dis- 
played interest also in recelv’nz personal resum@ data on 
retiring officers, in the event such dati were made avall- 
able. 

The information obtained concerning data require- 
ments in personal experience resum@s revealed that no 
standard form could be devel ped which would fill every 
neede Variations in jobs, different grad-s of skills, 
responsibility involved, size of the company, and ine 
formation desired by individual employers make a atan- 
dard form impractical. However, any program to promul- 
gate personal resumes on retiring naval officers to 
civilian employers should endeavor to furnish sufficient 
information to satisfy the desires of the majority of 
individuel employers. 

Responsibility for readjustment education and 
preparation of civilian employses for the chanze that 
accompanies retirement has been officially accepted by 


only a very small percentage of the employers. Many 
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companies intimated that a smaii urofficiul prorram did 
exist. The companies disclosed that this proolem is 
currently under consideration and hinted that they ex- 
pect fully to have to accept the full responsibility at 
some time in the future. 

The views expressed by private empioyment agencies 
in relation to employment potentialities of retiring 
naval officers have been reviewed in Chapter IV. The 
employment potentislities of retiring naval officers 
have been desc ibed as averaze by the majority of the 
agencies. Posribilities of employment may be improved 
by officers! offering their services for less than normal 
pay, but agencics issue the werning that this practice 
may cause enemies amoncz fellow workers. It is therefore 
recommenied that such contracts be kept confidential. 

Agencies further reveal that the main diffleulty 
encountered in trying to place a retired naval officer 
fe the problem of convincing civilian ex ployere that the 
officers possess skills wrich are applicable to positions 
in private business. The agencies state thet employers 
cannot visualize the carry-over of naval experisrce to 
private industry. The employment agencies displayed 
concern over the difficulty in associating navy foh 
titles with civilian fob titlos, and point out that be- 


cause of this gensral confusion of job titles, relation- 
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shipe between jobs are often overlooked. Other placement 
aif ficulties with which the agencies had te contend were 
related primarily to personality characteristica and 
personal shortcomings. Retired naval officers! unwill- 
ingnesa to aceept a decrease in prestizve was mentioned 
most frequently by thea agencies. Former naval officers 
were reported as hevine been over-bearing anid brusque, 
and haying displayed ae superior, commanding attitude. 
Agencies disclosed & concern among employers over the 
tendency of former officers to be cureless of cost, h&av~ 
ing neyer been concerned with operating for a profit. 
Retiring officers should be schooled to avoid such be- 
haviors. 

It is evident that age is «a constant threat to 
the employment possibilities of every ran. Employment 
agencies indicate that, in general, placement of mén 
over fifty, regardless of background, is extremely dif- 
ficult. They have found thet industry, for the most 
part, will not accept peregonnel in the fifty and over 
group. The reasons given pertuin to factors involving 
pension plans, seniority problems, insurance premiums, 
inability to keep up with younger yersonnel and inflex- 
fpility. It has been pointed out also that, as in mst 
cases of such stereotyped discrimination, there is no 
judgement of individual cases, but rather a blanket 


refusal. 
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The employment agencies huve indicated that the 
services of retired naval officers are sold to employers 
on the basis, primarily, of their personal attributes 
which are devyelsped to a hish jiegree by naval training. 
The attributes noted by the plucemont amencies are sime 
llar to those mentioned by civilian employers, 

The agencies advise retiring officers to make a 
complete job analysis of all the duties they have per- 
formed during their rauval career, and sugrest that offi- 
cere who cannot visualize what their potentialities are 
should take a battery of aptitude and proficiency tests, 
Officera have been advised also to prepare themselves 
peychologically for the environmental chante which aceom- 
panies retirement. 

The suvgéestions mude by eaployment agerciss in 
connection with the preparation of resumes on retiring 
officers were similar to those made by emplovers. The 
emphasis was placed on furnishine enoush information to 
satisfy the personal requirements of the majority of em- 
ployers. 

The information disclosed by the placement asen- 
cies relating to their organizational size, seovraphical 
scope of service, and applicant proces*’ing capscity, 
indicated that one centrally located orranization with a 


maximam etaff of eichtecr trained people could process 
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two thousand of ficere per month. Such an organisation 
could administer aptitude and proficiency tests, perform 
peyc>ological und occupational counseling, and carry out 
job placements. 

Prom the results of this satwiy, it appears that a 
reasonable program for the assistance of retiring naval 
officers is justifiable. The need for a job anslysis of 
naval officer duties in relation to civilian {oh equiva- 
lente, to be written in the terminology of civilian induse 
try, has been clearly demonstrated. The importance of 
such an analysis has been exphasized by repeated indica- 
tions of a genersl lack of understanding sand knowledre 
of naval officer training and axperience and how such 
training and experisnce migh' apply to private businesa. 
If civilian employers, placement agenciss, and retiring 
naval officers could be informed of these job relation- 
ships, the evidence indicates th=t the employment picture 
fer retiring naval officers would be materially Improved. 

Employability and employment opportunities flue- 
tuate with changes in the busiress and economic cycle and 
with the size of the labor market. Current information 
of this nature should be made eavullable to officers ap- 
proachinz retirement status. 

There ie evidence indicating the need for retiring 


navel officers to prepare themselves mentally and 
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psychologically for retirement. Retiring officers could 
be assisted in this connection by being furnished 
printed matter pertaining to the psychological aspects, 
the physical and medical aspects, and general informa- 
tion on retirement. 

In preparing personal experience resumes on re- 
tiring neval officers, it has been emphasized that 
thoroughness means success. An employment agency's 
ability to anawer some seemingly unimportant question re- 
garding an individual may. mean the difference between 
success and failure in job placement. an individual 
officer, seeking employment on his own, may be confronted 
by the same situation. 

The comments and sugcestions contributed to this 
atudy by civilian employers and private employment egen- 
cies leave little doubt that a naval officer who is 
approaching the aze of retirement should plan for it just 
as carefully as he planned his sarlier career. Any asals- 
tance given to retiring officers in the preparution of 
these plana will be added protection for the Navy's in- 


vestment in these men. 
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TABLE I RFTIREVONTS USN AND USNR (IFCLUDING NovSsES 
COMMYRCING SHPTFMBSR 1947) C uS¥ rial YRA5e 
1940 THROUGH NOVEMBER 1949* 











TOTAL TOTAL 
TOTALS USK USER 

GRAND TOTAL 8,095 4,583 3,512 
Total Physical Disabiiity 6,109 2,886 5,223 
1949 (to date) 300 166 134 
1948 420 235 185 
1940 thru 1947 6,389 2,485 2,904 
Total Voluntary 1,188 1,143 45 
1049 (to date) 147 139 8 
1948 177 173 
1940 thru 1947 864 832 33 
Total Statutory 264 264 0 
1949 (to date) 16 16 a) 
1948 15 15 0 
1940 thru 1947 235 2353 0 
Total Involuntary 290 290 8) 
1949 (to date) 139 139 0 
1948 0 0 a) 
1940 thru 1947 151 i151 0 
Public Law 810 2e4 ce) 244 


1949 (to date) 


SSS ES eee 2 am 





* Excluies honorary retired and combat citation rank 
(condensed from data compiled by the Bureau of Naval 
“hy ite Pers. 252-GM, Navy Department, Washington, 
D. Ce 
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TABLE II ESTIVATED &°9TIRED OFFICER LIst® as oF 
1 JAN7ARY 1949 


ene benR ie de ere als = pond 





ri tte 





TOTAL USN USNR 
GRAND TOTAL 14,152 10,941 5 582. 
Physical Disability 7,938 4,701 3,237 
Voluntary 1,794 1,740 54 
involuntary 625 625 0 
Statutory Age 242 222 20 
Public Law 305 3,553 3,553 te) 

















eeereeninwen 9 


* Bxoludes retired officers on active duty: USN 93; 
USNR 23 and honorary retired 


# Former enlisted men advanced to highest rank held in 
World War II 


(Condensed from data compiled by the Bureau of Naval 
Sra Pers-25, Navy Depurtment, Washington, 
D. Ce 
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TABLE ITE PEROWNTAGES OF HaYSS LUTHORI ™p IN THE NavY, 
PROPORTIONS PER 1,000 JU) ION OFFICERS, AND 
ATTRITION RATES 





a aman etree ST ASCE A A a NN ol 


RANK AUTHORIZED NO. PER STEP CUMULATIVE ATTRITION 
PROPORTION RANK PUR ATTRITION ATPSITION BETWEEN 
PER CENT* 1000 G'S PRY CYST Per ceNT RANKS 











& ENS. PRR CENT 
Adm. 275 19 Ws 93.1 87.82 
Capt. 6.00 156 15.6 84.4 50,00 
Car. 12.00 312 15.5 68.8 33.19 
Ledr.e 18.00 467 17.8 55.3 27 37 
Lt. 24.75 645 35.7 35.7 35.70 
Lt. (je) 

Ens. 58.50 1,000 -- -- ~~ 
rca ec ene ARNON SO ee Oe CO ST NY NEE 





* Pigures tuken from Public Law 381, 80th Congress, 
Section 303 (a). 
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TABLE IV ESTIMATED NUMB!! OF VaValL OFFICTR DISCRAKGTS 
ARD ROTIRW WTS Pow Yak ASTUMING 4 TOTAL OF 
45,000" OFFICUNS AND PHOMOTIOF AND FONWerD 
ATTRITION IN ALL RAY ES GACH YAR 








FRANK OFFICFRS NORMAL YEARLY ATTRITION Y CARLY 
IN RANK, YOARS IN PROMOTION Raff BR T’TEN PISCHARG~ 
KUKBER RANK, ELIGIBILITY, RANKS, ES & RN- 











FUMBTR PE CET TTRESENT 

Enge & 

Lt.(jg)17,325 6 2,337 35.70 1,050 
Lte« 11,137 6 1,856 27.57 506 
Leadre 8,100 6 1,183 33.19 393 
Cdr. 5,406 7 T7721 59,00 386 
Capt. 2,700 § 540 87.82 4°74 
Adm . 338 ld uo-— oo § § 
TOTALS 45,000 30 2,857 


* Estimated figure calculated from data taken from act 
of 18 April 1946: 60 Statute 92: ©¢, U. S.C. A. 151, 
2. 














c/o PROFESSOR OF NAVAL SC ITNC? 
OHIO STATE UNIVURSITY 
COLUMBUS 19, OHIO 


Dear Sir: 


Iam a commissioned officer in the U. 3. Navy currently 
assigned as a post vracuste student in the Personnel Ad- 
ministration and Training course at Ohio State University. 


I have selected a thesis subiect pertaining to civil re- 
adjustment education ani civilian employment opportunities 
for retiring naval officers, about which I am seeking in- 
formation. 


It is not desived to add to your administrative burden, 
therefore only datum which is readily available in printed 
or mimeographed form is requested. Forss such as applica- 
tion for employment, interview forms, exit interview forma, 
medical examination forms, insurance application forus, 

and retirement plan applications are of intorest. Copies 
of retirement, insurance, and benefit plans, if uvailahble, 
woult alse be appreciated. 


The questions in the snclosed questionnaire are given as 
& guide anid it is hoped that rou wili write as much or as 
little as you please about them. 


I would appreciate vour immeciate response to this ques- 
tionnaire. A seif-adiressed envelopes is ancizsed for 
your convenience. Please und«rstand thet your name will 
not be mentioned in any way or in any connection with 
this thesis. 


May I expect the return of the compicted queationnatire 
at your earliest convenience? 


Very truly yours, 
R. B. Bretlarnd, CDR. USN 
c/o KROTC Unit 


Onio Etate University 
Columbus 10, Ohio 
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PLEASE RETURE TO CDR. R. Be BRETLAND, USK 
c/o NROTC UNIT 0.5.0. COLUMBIS 19, OHIO 


THESIS GUESTIONNAINE 


In hiring executives or supervisory employees. what 
age group is considered most desirable? (fill in or 
cirele one) 20 to 25, 25 to 30, 30 te 35, 35 to 40, 
40 to 45, 45 to 50, _ to | 
Above what age group is it considered undesirable to 
employ executives or supervisory personnel? (circle 
one) 50 to 35, 35 to 49, 40 to 45, 45 to 50, 50 to 55. 


Which policy for filline executives positions in the 
organization is followed? (mark one) 

a. Never hire executives from outside source, 
e@lwaye f111 positions bry prometion up from 
within the ranks of the orvanization. 

bd. All executive positions are filled by bring- 
ing in the best qualified parsonnel from 
sources outeide the orranization. 

cc. Promote executives from within the ranks and 
hire executives from outside sources in approx- 
imately equal percentare. 

ad. Promote executives from within the ranks only 
occasionally. 

e. Hire executives from outside sources only 
occasionally. 


Have any former naval officers been in your employ in 
the past 20 years, if so circle tre status and fill in 
the namber emploved. 
a. Involuntarily retired on 50 years service. _ 
be Involuntarily retired on 25 yoare service. 
¢. Involuntarily retired on 20 years service. 
a. Voluntarily retired. 
e. Former reserve officers. 
f. No recor’ of any former naval officers having 
been emplorved. 


If former naval officers have been employed, did they 
possess any particular distinguishin’ «ttributes? 
(list as many as noted or state none) 


6. If former naval officers have bsen employed, did they 


possess any objectionable habits or Navy “hold-over" 
behaviors that readjustment education might correct or 


modify? (list as many as possible or state none) 
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Have retiring naval officers ever been considered ag 
@ possible source of employess? (circle one) 

a. Strongly corsidered. 

b. Frequertiy considered. 

e. Infrequently considered. 

ad. Seidom consiicred. 

e. Never considered. 


If a list of all officers retiring each year with a 
wrief experience summary were made avallable, would 
you be interested in receivine « copy? (circle one) 

a. Most interested. 

b. Very interested. 

¢. Koderately interestel. 

de Passing interest. 

e. Not interested. 


Some naval officers ars honorably released from sere 
vice at a younger age, having not been selected for 
promotion within the required tine in rank; in this 
case wren applying for emplo ment, what specific in- 
formation woald be required? (circie one) 

a. A complete resume’ of the officer's record 
with a statement from the Navy as to why he 
Was not proroted. 

db. Complete resume’ of duties performed only. 

G. Honorable service document only. 

a. Rot interested in reasons for fallurs in pro- 
motion, prafer to make own predictions as to 
potentialities. 

@. Would not consider hiring personnel having 
failed promotion in the service. 


What informational points are gonsidered the most im- 
portant for an applicant to cover in a job resume? 
(list in order of importance) 


What positions are considered to be of such a nature 
that retired naval officers would qualify? (list as 
many as possible) 


QUESTIONS DEALING WITH INDUSTRIAL OR COMMERCIAL 
RETIREMENT PO. ICY 


At what age is industrial retirement recommended? 
(circle one) 55, 60, 65, 70, 


(441) 
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Pertaiming to industrial rativement polisy, should 
retirement be: (circle one) 
&. Mandatory at a fixed are. 
be Optional with the employes as long as he 
maintains required production standards. 
@. Flexibility in the r*tirement age require- 
ments to facilitate advancements, 
ad. Fo age limitation. 


At what age is it conaitersd retirement should be 
mandatory? (ci-cle one) 55, 60, 65, 70, 


If retirement is based on yours of service with an 
organization, what limits are recommended? 
Minimum yeasts service (circle one) 15, 20, 25, 
30, 35, 40 
Maximam years service (circle one) 20, 25, %0, 
35, 40, 45 


Is the responsibility for education anc preparation 
of personnel for adjustment to tre change that ac- 
companies retirement coneifered: (circle one) 
a. Entirely the responsibility of the company. 
b. Company should accept the walority of the 
responsibility. 
Cc. Approximatel,; a 50-50 responsibility. 
ad. Responsibility officiall: not assumed, but 
small voluntary provram exists. 
e. Entirely the emplovee's responsibility 
(except for the retirement pension). 


Would interest in retiring naval officers as pros- 
peetive employees be affected by thelr wiliingness 
to accept lower pay? (circle one) 

a. Would be very much more Interested. 

be WOuld be more interested. 

ee Would be moderately more Interested. 

d. Would be siightly more interested. 

e. Would be of no additionul interest. 


(optional) 


(iv) 


TABLE V LIST OF VITivs TO WRICH CIVILIAN 











QU STIOMNa Ie S WE EO YT 
AREA & CITY MVAVSL POP. SI7F 
MISTHICT 1940 RANK 
OuNSUE* U.S, . 
cIrres™ 
ATLANTIC & GULF 
COAST 
Boston, Mass. 1 770,516 9 
New York, N.Y. 5 7,454,995 1 
Philadelphia, Pea. € 1,931,574 3 
Baltimore, Md. 5 859,100 7 
Jacksonviile, Fla. 6 175,065 47 
Miami, Fla. 6 172,172 48 
New Orleans, La. 8 494 ,537 15 
IFLAND CITINS 
Pittsburgh, Pa. 4 671,569 10 
Cleveland, Ohio 9 $78,336 6 
Detroit, Mich. 9 1,593,452 4 
Chicago, Jil. 9 5,296,808 2 
St. Loule, Mo. 9 816,048 8 
Denver, Colo. 9 522,412 24 
Louisville, iy. 9 $19,077 25 
Atlanta, Ga. 6 502,263 28 
Dallas, Texas 8 294,734 Sl 
PaCIFIC COAST 
Los Angeles, Gal. 11 1,804,277 5 
San Franeises ,Cal.12 654,536 Liz 
Qakland, Cal.A 12 302,183 29 
Portland, Ore. 130s 305,394 27 
Seattle, Wash. 1S 368,302 22 
TOTALS 23,595,415 


eee: 





EY FLOY O18 


CIVILIAN 

4 PLOY R ‘ 

RCP IVING 
NUMBER PEAR CITY 





* Pigures taken from Rand MeNally Atlas of the United 


States 1046. 


# San Francisco and Oakland counted ase one city. 
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c/o PROFESSOR OF WAVaL SCIENCE 
OHIO STATE UNIVENSITY 
COLUMBUS 19, OHIO 


Dear Sir: 


I am a commissioned officer in the U, S. Navy currently 
assigned as a post graduate student in the Personnel Ad- 
ministration and Training course at Ohio State University. 
I have selected a thesis subieet pertaining to civil re- 
adjustment education and civilian erployment opportuni- 
ties for retiring naval officers, about which I az seaking 
information. 


There are three categories of retiring naval officers 
being considered, namely; 


le. Officers retiring with 50 years service at 
an averace age of approximately 55 years. 

2. Officers retiring voluntarily with 20 years 
service at an averarze age of approximately 
45 years. 

5. Officers selected out with less than 19 years 
service at ages ranging approximately from 
28 to 40. 


Iam interested in determining what can be done to assist 
retiring naval officers so thet they can best help theme 
selves readjust to civillar life. Iam also interested 
in what job resume data on training, capabilities, and 
experience would be most useful whan sesking employment 
through civilian employment agencies. 


I would greatly appreciate any material such as applics- 
tion forms, life abstract forms, job resume fo ms, coun- 
seloreapplicant contract interview forms and any other 
related data. 


It is not desired to adi to your administrative burden, 
therefore only iatum wrich ie readily available in 
printed or mimeograph form is requested; however, any 
additional advice or comment you micht wish to make is 
solicited. 


The questions in the enclosed questionnaire are civen as 


& guide and it is hoped that you will write as much or 
as little as you please about them. 


(4) 
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I would appreciate your Lewecdiate response to this ques- 
tionnaire. <A self-aidressed envels pe is enci-sed for 
your convenisnce. Picase unierstani that your name will 
not be mentioned in any way or in any connection with 
this thesis. 


May I expect the raturn of the completed questionnaire 
at your earliest convenience? 


Very truly rours, 
R. B. Bretland, Cdr. Us 
e/o NROTC Unit 


Ohic State University 
Columbus 10, Ohio 


(11) 
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PLEASE RETURN TO CDR. R. B. BRETLAYD, USN 
¢/e NROTC UF IT 0.8.0. COLUMBUS 10, ONTO 


THESIS OU STIONNAIRS 


Approximately how many retired or former naval offi- 
cers have been placed in employment by your company 
in the last 15 years? (circle one) 0, &, 10, 20, 25, 
50, 


Wheat are the primary difficulties encountered in 
placing retired naval officers? (list as many as 
pos sible ) 


Considering the averaze retirins neval officer, how 
would he be looked upon as ea cliert for employment? 
(circle one) 
@. A vary desirable client with excellent em- 
ployment potentialitiss. 
b. A better than averare olient with above 
average employment potentialities. 
eC. An ayerare client with average erployment 
potentialities. 
d. An acceptable client with below average 
employment potentialities, 
®. Would prefer not to have ther as clients. 


What naval specialties present the least problem in 
job placement? (number in orier of favorability) 


Gunnery Communications 
Navigation Engineering 
Electronics Fersonnel Administration 


In what jobs do vou consider general line officers to 
be ay apt to find employment? (list as many as pos- 
sible 


Above what age would vou consider it impractical for 
retiring naval officers to atte: pt to find semploy- 
ment? (circle one) 40, 45, 5O, 55, 60, 


How do you view tre opportu ities for employment of 
Fil age groups? (in each age group, circle 
one 

30 to 35; Excellent Good Fair Poor Bad 

25 to 403; Excellent Good Fair Poor Bad 

40 to 453 Excellent Good Fair Poor Bad 

45 to 50; Excellent Good Fair Poor Bad 

50 to 55; Excellent Good Fair Poor Bad 


(141) 





 aranesee etary => = 


i es a | 
ne eae) rear 






weitetth ao ad? owed CF Vt oe! 


ee 
reas 








4A relterde on 


“taal ae Ey 
un Scere 


a= 1 





sacs 2 














rf 


8. 


Oe 


10. 


ll. 


13. 


lé. 


i5. 


88 


Some employers have had purticuler objections to 
retired naval personnel as ewplovrecs. Number the 
following list in the orier of most frequently 
noted objections, crossing out those that heve 
not been noted, and adding any not included. 


Overbearing Brusikcness 
Lack of Initiative superior Attitudes 


Commanding Attitude Unwillinegness to Ac- 
cept Frestize Dec: ease 


To what degree, if any, do evplovers have objections 
to hiring rotired naval of ficera? (mark one) 

a. Strongiy Against 

& Prefer Not Employing 

ec. Ro Particular Objection 


What attributes do you consider retired naval offi- 
cers possess that might make them desirable employees? 
(list as many as possible) 


In a career resume, what facts or points do you Con- 
sider most important in interviewing for employment? 
(list ‘4n order of importance) 


What are the important factors of presentation of 
resume data to the employer? (list in order of in- 
portance ) 


If retired naval officers, drawing a pension, ap-= 
proached the employment problem with a willineness 
to work fo: a lower amount than normally paid, 
would this improve their employment possibilities? 
(circle one) 

a. Greatly Improve 

». Very Favorable Improvement 

ce. Shight Impro vement 

a4. No Improvement 

e. Would Reduce Possibilities 


Do you have any particular advies for retiring 
naval officers seeking exployment as to conduct, 
attitude, approach, etc.? (comrent) 


What is the rceozraphic scope of your service? 
(eircle one or fill in blank) 

a. City of business address only 

be State of business address only 

ec. The entire United States 

a. Worldwide 

Se 








A te 


(iv) 





16. 


17 


19. 
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Approximatel how many offices are necessary to 
maintain the service indicated in question #15? 





Approximately how rany applicants can your present 
organization process per month? 


Approximately how many employees would be considered 
necessary to efficiently operate an employment ser~- 
vice office in a city of « million population? 





any additional comment that you consider pertinent 
and care to add will be Approciated,. 
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TABLE VI LIST OF CITINS TO WHICH WYLOY¥ONT ASTYCY 
QUESTIONNAIN'S WORE SENT 








AREA & CITY NAVAL POP, SiR EMPLOYMENT 
pISTRIcT 1940 RANK AGENC TES 
CExsts* u.s, 2=OhIVIKG 


CITINS*® NUWBER PER CITY 





a ee 


ATLANTIC & GULF 


WAc 
wee 





Boston, Mass. x 779,316 9 13 
New York, N.Y. 3 7,454,995 1 19 
Philadelphia, Pa. 4 1,931,274 3 18 
Baltimore, Md. 5 259,150 7 Puy 
Jacksonville, Fla. 6 173,065 47 5 
Miami, Fla. 6 172,172 43 19 
New Orleans, La. 8 494 ,537 15 9 
INLAFD CITIES 

Pittsburgh, Pa. 4 671,589 10 10 
Cleveland, Ohio 9 273 336 6 15 
Detroit, Mich. 9 1,623,452 4 13 
Chicago, Tl. 9 3,596,808 2 350 
St. Louis, Mo. 9 816 ,048 8 15 
Denver, Colo. 9 327,412 24 19 
Louisville, Ky. 9 3519 ,077 25 4 
Atlanta, Ga. 6 302,288 28 8 
Dallas, Texas 8 296 , 754 z 13 
PACIFIC COAST 

Los Angeles, Cale 11 1,506,277 5 25 
San Francisco ,Cal. 12 634 ,52 12 14 
Oakland, Cal.# 12 302,163 29 12 
Portland, Ore. 13 505 ,594 27 9 
Scattle, Wash. 13 363,502 22 15 
TOTALS 23,595,415 278 








Ae A me 


* Pigures teken from Kand MeNaliy Atlas of the United 
States 1946 


# San Francisco and Oakland counted as one city. 
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TABLE VII PRICEPTAGES OF 104 CIVI.IAN Wele.oY & VIEWS 
ON aGE. GROWPS CONSIDE ed BOLT AsSIIMAALD WEEN 
HIKING EXSCUTIVES OR SUP wV1SO0Y Be sLOYETS 














AGE GROUP CIVILIAY PLOYORS 
ee a Se) 
20 to 25 2 
25 to 30 10 
30 to 35 23 
35 to 40 24 
40 to 45 14 
45 to 50 3 
Age Not Considered a Factor 15 
No Response 4 





TABLE VIII PERCPYTAG’S OF 104 CIVILIAN PUPLOY Rv IXpDI- 
CATING aE GROUF ABOVE SICH HINING OF 
BEXSCUTIVS OA SUFRVISOLY S PLOY "Ss IS CON- 
SIDER"D UNDESTUAnL® 








AGE GROUP ail CIVIL Tat FLO ERS 

MENTIONING, PER CERT 
35 to 40 1 
40 to 45 4 
45 to 50 23 
50 to §5 06 
Age Not Considered a Factor 22 
No Response 14 





pees SLO LS SS eS SRE SE ernie 


(1) 


le a) die A 








SERGE ASE 


ca | | 
42 








95 


TABLE IX PERCUNTATSS OF 77 CIVILIAN WPLOY RS ASSIGNING 
PSGRE'S OF LUTTNET IY OOPTAIYG AAVAL OPFICERS 
AS a FOSSIB BIILOYE SOUACR 








SE BOR RE Ce oa RRR TR 


DEGREF OF CONS IDARATION CIVILIAY BY PLOY ORS 
MEVTIONING, FRY CUNT 








Frequently Considered 14 
Infrecuentily Considered 19 
Seldoz Consid red $1 
Never Considered 32 
No Response 4 





TABLE X PEPCENTAGES OF 77 CIVE.TAR “P PLOYINS aS TIGRING 
DEGRERS OF INTORLsT IF MSCPIVING Be rice 
RESUMES OF RETLNING NAVAL OFFICERS 


Le Se 1H RIN en ae 





eR abt ele ee SRI BE a PARE Sem 


DEGRES OF INTER LUST CIVILIAN @ PLOY ERS 
MENTIONING, PER CENT 


es wie et rete pemerentiomensiw romeo 





8 we 





Very Interested 8 
Moderateiy Interested 19 
Passing Interest 28 
Not Intsrested 40 
No Response 5 








(11) 
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TABLE AI POAC TaGud UF GO CIVILIAN @ SLOYGRA ASS ION ING 
DOGRE S OF INTER ST IN Sit’ IFIC Bavau RECOMD 
INFORMATION I” EAPTALIWOE ARSUKES 





eee neal 5 AE et anata Ae tere 


INFORMATION SPTCIFIFD CIVILIAN BY PLOYERES 
MENTIONING, PEE CANT 





A Complete Resume of the Officer's 
Record with e Statement from the 
Navy as to Wh Ee Was Not Promoted . ... . &8 


Complete Resume of Duties Performed 
Only es * e a . e * eo e * e e e * e » es e s a 19 


Honorable Service Document Only. . ...e« As 
Not Interested in Reagons for Failure 
of Promotion, Prefer kaking Own Prre- 
dictions as to Potentialities. . . « «© » «© e Bl 


Would not Consider Flrins Personnel 
Having Failed rromotion in Service . . .« » 3 


Yo Response. ss weeseties* 2? ®&® ees. «#8 "8 @ 12 
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TABLE XII EMPLOYMENT APPLICATION I[YPORNATION Reiestiy 
@” CIVILIAP BY PLOYER 


Lame vee 





ae Fb i 








PERSONAL INFORYATION 


Name ~ Firet, Middle, Last - Maiden (if married female) 

Phone Kumber ~- Own or Neighbors, Soc. Sec, Number 

Addjrese - Present ani Last Two, Street No., City, 
State, How wong at Each 

Notify in Case of secldent - Name, ad?ress, Phone, 
Relationship 

Own Home ~- Paying on Home, “ent, Bouri, Live with 
Parents, Live with Relatives 

Birthplace ~- City, State and Country - VFutural Bom, 
Naturalized or Alien 

National Descent, Birth Date (can proof be furnished), 
Church Affiltation 

Be, lg Color, Weight, Heisht, Color of Eyes, Color 

Rair 

Dependerts - Total Children and Age of Each, Total 
Other Legal Dependents 

Married, Single, Divorced, Widowec, Separuted - Wife 
or Husband Employed - By Whom 

Savines Account ~- What Bank, Life Insurance - How Much 

Military Service, Dates ani Branch of Service, Date 
of Diecharge, Type, Present Member of Reserves, 
State Guard or Other Active Military Organization 

Arrests - Jail, Prison or Wilitary Court Sentencés, 
Dates and Places 

Hobbies, Sports, ani Reading Interests, Memberships 
in Clubs, Lodges or Orrunizations 


HEALTH 


Physical Defects and Present Health Condition - (Good, 
Average, Poor) 

Days Lost in Last Year Due to Iliness, Physician's 
Name, Nature of Tliness 

Had Tuberculosis, Had Sheumatism, tuptured, Epileptic, 
Heart Conditions 

Ever Been Refused Life Insurance - Why 

Require Glasses, All the Time, Worr Only, Read Only 

Receivine Pension or Compensation for any Disability 
(military or work) 


(iv) 





om = eee = 






| aA es x : 


ee — 

. ie ante y pret 
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o Rates OT ee Teme mel 
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vet) = ghee! Mase eon 
c's APP elem Ww 
Abts ome 


06 
EDUCATION 


Schools Attended - Grade, High, Collerce art Others 

Name and Location, Yeur Finished’, Major Subjects, 
Graduated 

Correspondence and Special Courses, Trade, Business 
or Night School Completed 

Apprenticeship ~ Company, Craft Learned, Total Years, 
Machines - Speed or Skill 


WORK EXPERIENCE 


Position Applied For, Second Choice, Least Salary 
Acceptable 

Objection to Night Fork, Day Work, How Soon Available 

If Now Emploved - ‘eason fo Charge, May Xe Contuct 
Present Employer 

Past Employment with This Corpeny, Wher, where, What 
Capacity, Reason for Leaving 

Last Four Employers - Names, Locations, Cates Started 
and Dates cuit, rositions Held, Salur’ Heeeived, 
Reagons for Leaving each rosition 

Syece for additional Work or Skill Information 


REFLAERCES 


Feiends or Kelatives Working for this Co: pany (two) | 

References ~- Not Relatives, Not Fast Eaployers (three) 

Names, Addresses, Occupation, Fhone Number of Each, 
Person or Service Who sent You to this Copany 


STATEMENT FOR ACCEPTING EWPLOYMENT 


Agree to Fhrsical Examination, Company Rules, Group 
Insurance, etc. 

False statement or omission cause for discharge 
(affirm statements are correct ) 

Applicant Signaturs (in full), Pate 








(vi) 
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TABLE XIII PERCENTAGES OF 77 CIVILIAN EMPLOYSS BRUCOM- 
MENDING Th OST D&SIRARLE RETIREMENT AGE 

















AGE RECORPEN DED CIVILIAY “erLorers 
MEFTION ING, PUR CENT 

60 7 

35 75 

70 4 

No Limit 14 





TABLE AIV PERCENTAGES OF 77 CIVL.IAM BeLOLoAI' VIENS 
ON RATIRUWFNT POLICY 


ee ERE NR Re RAE a ream stp 9 = ReNOE SN me 


RUPLABMENE POLICY INDICATED CIVILIAN @ SLOYERS 
MONTIONING, PRR CANT 








a ce 


Mandatory at a Pixed Age . . - «+ 2+ © « 8S 
Optional with the Employee as 

Long as he Mairtains Production 

Standurds e s e a Ld os a s é a ° e o * . 34 
Pilexibility in Ketiroment Age 

Requirements to Faciiitate 

Advaneements. . «+ « « » oe 8» «© &© 0 @ 21 
No Age Limitations. oJ e e e > 9 e e ° * 2 


No Response . .« +6 « » « eecse«eet8esee 19 





PANERA mon a St ahi A LN TT i RR MEET ONC eet +6 AEN SA li agape 
Ne a catiananemmaliiitiienmmnmmnnmmaimmenemeetll 





ARAL 
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TABLE XV PERCHHTaGas OF 77 CIVI:. IAN BNPLOYERS AST IGHING 
A MANDATORY ARTIUGWENT AGE 














MANDATORY RETIREMENT AGE == ———CIVILIAN om PLOYERS 
60 3 
65 43 
70 a6 
No Lduait 28 





TABLE XVI PERCENTAGES OF 101 CIVILIAN EMPLOYS) INnDI- 


CATING RBSPONSIRIGITY If CONVECTION WITH 
RETIVEW ENT RiADIUSTWENT BNUCATIO¥ OF 
CIVInTAF BS PLOYE (Ss 


aE ee Te aren 


READJUSTHENT EDUCATION CIVILIAY EMPLOY INS 
RPSPON SIBILITY MENTIONING, PER CENT 


meee we were tee een 














Entirely the Fesporsibility of the 
Company e« * e *- ® a * e « e e e e s a * ° ® a 3 


Company Should accept the Maiority 
of the Responsibility . «2+ 2.6 + © © +s es 8 


Approximately 50-50 Responsibility. .....i12 


Responsibility not Officially Assumed, 
but Small Voluntary Program Bxiste. . . . + »« 20 


Entirely Employees! Responsibi.ity 
(except for retirement pension) . .« . « « « « &O 


Company Indicated No Hetirement Prorram . . .« 


We Reepone® .. ses ewe Fase ii wee van ve VF 
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TASLE XVII PERCENTAGOS OF 78 CIVILIAN EvrLoresrs INDI- 
CaTING INTPRST IN HETINING MaVaL OFFICERS 
AS BWPLOY SS BASED OF WILLIVGYESS TO aACUEP? 











LIWER Fa¥ 
D°GREY OF INTEREST CIVILUIAN HW PLOYERS 
MENTIONING, PPR CENT 











Very Much More Interested . .....»-+- ee 4 
More Interested . . 2. 6 eee ew ew wee we ow we & 
Moderately “Nore Interested. . . ....+.ss 
Slightly More interested. . « «+ «+ ee ee F 
No additionul Interest. . 6 6 «© © eo oe oe OS 


oe er ee ee ee er 





eal 





(wii) 
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TASLE XVIII PERCEPTAGES OF 69 PRIVAT. W PLOYMENT 
AGERCIES' PLACEMUNTS OF FORESH NAVAL OFFICERS 





eae aay crite em 














NUKMBER OF PLACEMENTS ATENC 7 WAKING 
____ PuACEWRNTS, PER CENT 
No Response 13 
8) 36 
i 3 
2 1 
3 3 
4 0 
5 22 
10 10 
15 i 
20 3 
25 3 
50 5 
suerte Eee 


(1) 
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TABLE XIX PERCENTAGES OF 69 FRIVATE WPLOYMENT aGercios' 
VIEWS TOWARD RETYRED NAVAL OFFICERS AS CLIEYTS 
AND DY PLOYMENT POTENTIALITIES 











CLIEPT POTENTIALITY PLACEP IVT AGIYCTES 
CONSIDERATION M°NTIONING, PEF Crrt 





A Very Desirable Client with Excellent 
Employment Potentialities . . 16 + «© © © « «© 6 


A Better than Averace Client with 
Above Averaze Employment rotentia- 
lities . s e s ® e e e e e * e i] es e e eo e 20 


An Averare Client with Average 
Employment Fotentialities. .« « « « + « « « 2 


An Acceptable Client with Below 
Average Employment fotentiallities. ... . 46 


Would Prefer Not to Have them as 
Clienta. e . * » *» e a e . s e e e a . e es 1 


ae ee ee ee re 


Sore seoberellenchenodgeasniengyattlibisen Gapbisauanhd<=snteasuantneesagsedhenn alameda abadeeeeaeanaenned Eroreap-ceauiabaccheliinatasactanaal | AARNE AEDS AT A TES 
a a ENR RS II I aR 
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TABLE XX PERCENTAGYS OF 69 BPrLOYMEYT AGENCY wATINGS 
IN TRE OFM OF PAVORABILITY OF SIX NAVAL 
OFFICER BXPRAHIONCE FIELIO af 2CLATEO TO EASE 
OF JOR PLAC RYSNT 








PARTICULAR FAVORABILITY RATING AS SMLATSEP f Baer oF 
NAVAL PLACGE SET -- BR PLIYe YT GPCI: PENTIONING, 
TRAINING PEX CHNT 
iat. 2nd 3rd. 4th. 5th. 6th. 


ee SR sessahiaidee oentaaliinaaienemmaet 











Gunnery Q 0 0 3 13 84 
Navigation ) 0 2 17 77 6 
Electronics 22 32 43 ll 0 0 
Communications 0 Lo 36 46 6 0 
Engineering 63 29 ta) 0 9 0 
Personnel Ad-~ 

ministration 15 29 14 23 4 10 

te ses SC ER RE TE Rc NS 


TABLE XXI PERCENTAGES OF 69 EMPLOYMORT AGENCIES 
INDICATING AN AGE ABOVE WEICH SZ -AING 
BMFLOYMENT IS CONSIDERPD IMPRACTICAL 


ROR 2 RE ERE URIS 8 ot SABE alr: 








(ARN RE RE Re AE 





AGE INDICATED EV VLOYHSNT aAGURCI°S 
MENTIONING, PRA cere 

40 1? 

45 22 

50 30 

55 29 

60 9 





Ee ee 
AA AD aan Os Ol Sal Ae aes eA eet a mewn RI HP REL aOR 
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TABLE X¥TI FerORePaGer OF 69 DHPLOVYRANT AGE"CIKE! ViISGs 
AS TO THR SYPANVVOT POR IBL ITT IW FVL&T ION 
TO THR AGE OF THE aPrLIOrt 





EMPLOYMONT AGE GROUPS OF APPLICANT, BYFiAVMEN@ gareCT!S 
POSSIBILITY 4ENTIOWING, POR CURT 
CONSIDERATION 30-35 35-40 40-45 45-50 50=55 


eee eainnash oetaieaeae hitherto tinea EIEN Acme ee 





Excellent 45 20 5 0 0 
Good 47 52 27 5 6 
Fair 8 27 48 39 13 
Poor 6 2 18 40 39 
Bad 0 6 2 16 45 





TABLE XATIIT | PANGRETAGES OF GO DPW TYWEST aGayC Test 
RATINGS IN TH® ONVER BOST PAR CEYTLY 
NOT@WD OF CBIMCTIONS @ AETIRED NAVAL 
OFFICERS 


OBIJMCTION OnOWR OF OBJECTIONS, BVPLOYYENT AGENCIES 
RENTION ING, YER CONT 
lst. 2nd. Sri. 4th. Sth. 6th. 


ee 











Overbearing 12 17 20 17 9 5 
Lack of Initiative 16 8) 12 10 13 43 
Commanding attituds 16 23 15 19 9 21 
Bruskness 9 7 31 36 «25 5 
Superior Attitude 158 25 Bd 17 19 5 
Unwillingness to 34 23 5 19 27 21 
Accept Prestige 


Dec: ease 
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TABLE XXIV PERC NTAGTS OF 69 EMPLOYMENT AGONCIES! viIgws 
PORTAINIVS TO OWILOYERS! OBITCTIONS To HI ING 
RET INE > NAVAL OF FICHRE 





oe eee 








DHGRE! OF OBJECTION ER PLOYMENT AGENCINE 
__—— —_—____ Tne, 1 C2 
Strongly Against 0 
Prefer Fot *mploying 35 
No Farticular Objection 60 
No Response 5 


TABLE XXV¥ PERCENTAGSS OF 69 EYPLOYMENT AGENCINS! OPINIONS 
ON THER IMPROVEMENT OF EMPLOYMINT POS*IBILITIES 
POR ROTIRING WAVAL OFPICESS WHO OFFrR TO WORK 
FOR LOWAR Pay 








DOGREF OF D PROVEMENT DEPLOYMENT AGERCTSS 
MENTIONING, POR ceyr 

















Greatly Improve 16 
Very Fayorably Improve 27 
Slight Improvement 27 
No Improvement 22 
Weuld Reduce Employment 8 
Possibilities 

es eS: 





(v) 
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TABLE XXVI JOB TYPES SUGORSTOD BY CIVILIAW EYPLOTERES ap 
ERTLOYINT AGEMCIDE IF WEThu RPTIRINO NAVAL 
OFFICERS WIGHT BE POST APT TO FIND EMPLOYMENT 





ne wae vie es 








A a ee te 


JOB TYPE Ce PLOLTRENT AGENC INS CIVILIAY BR PLOYRRS 
MESTIONING, FP OAIPYCY MEYTION ING, PREUUENCY 





Clerical Admin- 


4atration 25 18 
Plant Supervision 20 5 
Selling on a Com- 

mission 19 6 
Engineering 16 25 
Personnel aAdmin- 

4stration 


Sales Engineering 

Own Business 
Personnel Kepresen- 
tative 

Production Control 
Bank Security Officer 

Electronics 

Public Kelations 

Teaching 

Confidential Bank 
Messenger 

State or City Civil 
Service 

Inspector 
Investments 

Naval Architect 

Purchasing Agent 

Communications 
Supervisor 

Hotel Manager 

Marine Equipment 
Sales 

Navigator 

Statistician 

Dock Superintendent 

Harbor Pilot 

Maintenance Super- 
intendent 

Safety Director 

Transportation 
Superintendent 

Advertising 


~ 
Or & 


~~ 
20 O20 OOFPKERY Fr NYNADNHD GF HHROaANO oo tam 
PM WM RDO&®D CO CVONO CGC NSPVOnoe 


(vi) 
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TASLE XAVIL PPRCPYTAGIS OF 69 EMPLOYM INT AG’NCT' Ss 
STSNIPYING PH? SeooMAMmIp SCOP? OF THIIR 











SPRy IC 
GEOGRAPHIC SCOP* INDICATED BMPLOYMONT aGENC Iss 
MENTIONING, PER CERT 
City of Business Addrese Only 20 
State of Businezs Address Only 28 
State of Business Address and 
Bordcring States 8 
The Entire United States 30 
Worldwide 14 





TABLE XXVIII PERCTRTAGE® OF 69 EMPLOYMINT AGENCIVS 
OPSHATING ONT OF MONT AGENCY OFFICES 











NUMSER OF OFFIC S Or RATED “Tw PLOW? AGTNCITS 
(MENTION ING, pre CENT 

a. 69 

2 4 

3 6 

« 8 

§ i} 

10 1 

20 1 

45 5 

No Response 7 














(vil) 
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TABLE XXIX PURCENTAGES OF 69 EMYUOYMESNT AGHENCINS 
INDICATING MONTHLY CaPacITY FOR PROCESSING 
JOB APruIcaryts 





ce 





Se RRM MI 








CAPACITY FOR PHOCHSSING E@PLOYY TET aGENCIe’s 
NUMBER _PER MON TH —— MENTION ING, PER CEXT 

100 8 

200 8 

300 10 

400 9 

500 19 

1000 26 

1500 lL 

2000 10 

25 ,000* z 

No Response 3 





* agency offering world wide service with one hun¢red 
employees ar:d forty-five branch offices. 


(viii) 
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TABLE XXX PERCENTAGES OF 69 EMPLOY WENT “GerCI’st 
ESTIMATED WUMBEN OF ERTLOY' OR VRC ESSARY 
TO OFBRaTy ONE SRPLOYERNT OFFICE 




















NUMBER OF EXPLOY? S EN PLOY¥ MT AGENC IGS 
INDICATING, Pra CONT 
2 
Fa) 3 
4 +) 
5 al 
6 16 
7 3 
8 1 
9 e 
LO 13 
11 2 
15 5 
18 5 
No Kesponse”™ 23 





* Majority of this group of agencies signified this 
information 4s too confidential to disclose. 


(ix) 
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AN EXAMPLE OF AN EMPLOYMENT aGONCY APPLICATION PORM 


File 


Ae 


Date = 


THE 
LIF? ABSTRACT 
OF 


Name: 
Street Address: 
City and State: 


Telephone: Zone $ 


All information wiven hervir will be held 
in the strictest confidence. Your name 
will be withheld from thse prospective 
employer until the final nezotiation; 
unless specified othorwise br you. 


BLANK and CONFANY 
2000 West Main 
Melrose 1234 
Clevelani, Ohio 


(1) 
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File 

BUANK AND COW! ANY 

2000 West Main 
PERSONA? 
Birthplace: 
Date of Birth: (month, day « year) 
Ancestry of Father: 
Birthplace of Father: 


Note: (The term "American" is arbiguous-please show 
actual lLineace ) 


Height: Woight: Marital Status: Dependents: 

Physical condition or defects: 

Own your own home? 

Automobile: Make: Model: Years 

Foreign Languages: Indicate proficiency by placing the 
proper symbol in columns - ("T- 
Bacellient, FeFair, T+Poor) 

Lancguasze Speak Sead Write 

Robbiess 

Affiliations: (Lodges, Clubs, Associations) 

Religion: 

How much life insurance do you carry? 


Name each institution with whom you have banking con- 
nections: 


(41) 
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File 


eT RE AE 


BLANK AND COMPaNY 

2000 West Main 
What position do you desire? 
What positions are vou gusalified to f111?7 
Compensation desired? Minimum accepted? 
When will sou be available? 
Geographical location preferred? 


EDUC aT ION 


Name of High School attended? 

Years attended: 

Name of Collece (s) or Universit, anil years attended: 
Degrees: 

Major and Minor subjects: 

Special Trainings 

Remark g: 

Please list namee and addresses o: five (5) personal 
referances who hate known you at least three (3) years, 


{Please do not list former employ a@s): 


Please list names ani aidresses of (5) five business 
references other than former explovers: 


(444) 
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File 


BLANK aD COWPANY 
2000 Vert Main 
SUMMARY OF POSITIONS HELD: 
Last or present positions 
From: To: 
Name of Company: 
Address of Company: 
President of Firm: Your Superior: 
Products Manufactured: 
In the space below state definitel’ in detail your 
duties and functions in each of the positions. also 


state definitely ‘ow and why relations wers severed. 


Begin with your first position held with this company 
and list all positions in sequence. 


Title of Position Dates No. of Smployees Salary 
Supervised 


(iv) 
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File 


In the followins list indicate those items with which 
you are familiar, either through knowledge, training, 


or experience. 


Production Methods 


Production Procedures 


Cost Accounting 


Statements ani Reports 


Factory Oreanization 


Charts 


Simplification and 
Standards 


Job and Methods 
Standards 


Rate Setting & 
Job Evaluation 


Personnel Methods 
Plant Maintenance 
Cost Analysis 
Product Costs 
Credits 
Advertising 
Contracting 
Expediting 
Statistice 
Drafting 


Tool & Die Design- 
ing 


Bleetronics 

Electrical Equipment 
Organic Chemistry 
Manarement 

Arélytical ablility 
Other 

Production Staniards 
Time and Motion Study 
Planning und Scheduling 


Production and Expense 
Budgets 


Fiow, Job and Work Charts 
Parcha ging 

Raw Materials Satinating 
Bonus & Ware Incentives 
Inventory Control & Stores 
Material Handling 
Depreciation & Obsolescence 
Sales 

Colliections 

Timekeeping & Payroll 


Procurement 


(v) 




















oar 
sat eae 
sehamitels auheslis ; 
Sue let Lea rereods ~weaiedn ~~ 
| 
Anmee poe aD tne as cw 
wilsidy Leaitecane lee) et > etl 
200M ap = it 
sence aAl femmes 
hast wolsee ine weit 
nar! oe 
eye bee OU ert 
Se , eae 
coeat mb ons oh Ce 
eae - 


pubtesioe! cleivetal of 
ovina see bm 
coves 6 1a et evel 


eels met barre 

mma paat? * “altelereget 
as 

sont realio’€ 

jaeeee® © waporeeilT 
fom 


ws 


116 


Finance 

Construction 

Machine Designing 

Product Designing 

| Television 

Research Procedure 

Inorganic Chemistry 

Supervi sion 

Creative AblLiity 

Name raw materials and products with which you have had 


experience, (such as ferrous or non-ferrous metals, 
Plastics, chemiculs, eto.) 


(vi) 





117 


AN EXAMPLE OF AN EMPLOYMENT AGENCY JOB FLUACEMENT CONTRACT 


(ORIGINAL ) 
AGREEMENT 


AGRETMENT between John Doe and BLANK and COVPANY, 2000 
West Main, Cleveland, Ohio. 


IN the event I, the undersifned, accept any posi-~ 
tion through or in consideration of the services so ren- 
dered, directly or indirectly be BLANK and COPPANY, I 
agree to pay to BLINK and COVFAry, its successors or 
assiens, the following fees: 


1. Am amount equal to four per cent (4%) of one 
year's salary and/or drawing account hereinafter des- 
eribed as income for a position, paying me less than 
$2,000.00 per year. 


2. Am amount equal to five per cent (5%) of one 
year's income for a position paying me 02,000.00 per 
year or over und less than $4,000.00 per year. 


3. An amount equal to seven per cent (7%) of 
one year's income for a position paving me $4,00.00 
per year or over and lass than $6,000.00 per year. 


4. An amount equal to ten per cent (10%) of one 
year's income for a position paring me §6,000.00 per 
year or over and less than €15,000.90 per year. 


5. Anh amount equal to twelve per cent (12%) of 
one year's income for a position parin= €15,000,00 por 
year or over and lese than $25,007.00 per yoar. 


6s An amount equel to fifteen per cent (15%) of 
one year's income for a position payins se $25,000.00 
per year or over. 
IT is further «crrecd that: 

1. Should I lose the position throurch fault of 
my own or voluntarily leave such position, I agree to 
pay the entire fec heretofore provided for said position. 


2. Should I lose the position for any reason ex~ 
cept as hereinabove provided, within thirty (50) days of 


(vii) 
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éate of employment, I agres to pay a fee of an amourt 
equal to twenty-five per cent (25%) of the income re- 
ceived during such period of employment. 


I specifically agree that uli fees to be paid 
BLANK and COVvANY for services so renierei, shall be 
due and payable in full within three (3) days after 
vyorbal acceptance of position, urleas otherwise provided 
in writing and secured by promiasory note. 


IT La understood that such fee is a flat amount 
and is not contingent upon actual eurnings of one year, 
but is computed upon the co:pensation usreed upon be- 
tween applicant and the omplover at the tine of accep~ 
tance of a position and ia not sub‘eet to change of 
earnings thereafter, otherwise reduced or increased. 


TT is further arreed and unilerstood all fees due 
BLANK and COMPANY, ite successors or assigns, that are 
not paid within 4 period of thirty (30) devs after accep~- 
tance of position, will bear Interest at the rate of six 
per cent (6%) per anmim until paid. 


I have reed, and do so arre® to the terms of the 
agreement. 


DATE SIGN &p ADYRPSS 


Se Rites a LN 


(viii) 





(tite) 
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AN EXAY PLE OF AK EMILOYMENT AGENCY BUSIP SS CONTACT LETTGR 


BLavK and COW! aly 
2000 West Main 
Cleveland, Ohio 


Refer to: File Wo. 4321 
Salas Ungireer 


A yourg cliert of ours--with that seldom found 
combination of true ensineoring ability and a sales per- 
gonality--is interested in selling in the Michiran area, 


Two years as development envineer resporsible for 
design, testing, development and research, in conrection 
with automodvile rauges, has given him wide practical ex- 
perience. Increased customer contact or field complaints 
and new designs has aroused an interest and proved his 
ability for technical salea. 


He had just completed the Ford Company's Student 
Engineer training wher that program was dissolved; his 
release carried a recommendation for vsrire. Thia train- 
ing gave him a working knowledeese of vurisd den rtmental 
activity: Sales, Advertising, Pubiic Relations, Munufse- 
turing, Engineering ant Steel Miliea. Written reports 
were required in each department on methois of increasing 
efficiency of men ani operating techniques. 


His @ducation was complsted at the University of 
Michixzan where he received a Bachelors Degrees in Hlec- 
trical Engineering; he was then commissioned in the Davy 
and served three vyeara as u vadio Teletrpe Officer, 


We are confident that this corbination of theorr, 
broad industrial training and luboratory experience, 
well equip him for the sales field. Without obligation 
we will be happy to forward details of this mants back- 
@round or arrange 4 personal interview at your conven- 
fence. 

Sincerely, 
BUANK ANT COPPARY 
John D. Rowe 


(ix) 
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AN BXAMPLE OF aN SMPLOYMENT AGENCY LUTTER OF CONTACT WITH 
POTENTIAL JOB aPrLICANTS 


BLANK and COMPANY 
2009 Weet “ain 
Cleveland, Ohio 


Personal experience hus proved to me that the man 
with advances ability has ever found it difficult to nego- 
tliate for his personal services hacausa of the ideals of 
business ethnics. BLANK and CONPAYY have a complete con- 
fidential service designed to overcoiie these obstacles 
in securing advancement of nosition. 


This service is of purticulur value to Invividuals 
who are considering making a change without Jeoparcizing 
their present position; to those wro wish to explore pos- 
sibilities in other fields or eleewherse in their own 
fielc; or to those actively sesking positions. 


a& Man of apecial ability cannot setively seak a 
position without detracting fror his perennal stancing. 
An employer, likewise, cannot invite the candidacy of a 
man without affecting the stability of hie organization. 
However, through BLarK and CO! raNy, @ confidential medium 
may be established and potential employers cun be located. 
Since each case accepted by us is indivituslized, we 
create opportunities without deatroying business ethics. 


We invite sour inquiries and correeponderce or 
will be glad to srranve an appointment to discuss the 
matter in greater detail. Telephone appointments may he 
made by calling Melrose 1234, 


Sincerely, 


BLANK AND COMPOFY 


John D, Rowe 


(x) 


ete aa oh ae & 
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